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Editorial 
The Commission recently adopted its programme for 
1985 and thus gave more tangible expression to the guide-
lines presented by Its President, Mr Delors, in his speech to 
the European Parliament in January. He referred, in parti-
cular, to the prime importance of setting up a large internal 
market In the Community as a condition for the achieve-
ment of an Industrial area and a European social area. 
The programme describes a number of the measures to 
which the Commission intends to give priority in the field of 
employment, social policy, vocational training and edu-
cation policy. 
I should like briefly to comment on these priorities. 
As regards employment policy, the programme points 
out that while the solution to the employment problem must 
be sought first and foremost at macroeconomie level, spec-
ific back-up policies are still a necessary ingredient in the 
success of an employment strategy. 
These policies must be so framed as not to hamper po-
sitive adjustment In the economy and not to place all the 
burden on social achievements to date. 
An employment policy necessarily involves the creation 
of a modern labour market, one which administers forward 
planning, especially at regional level, and associates public 
authorities and both sides of Industry so that the require-
ments of economic and social development can be met 
more adequately. 
The programme also stresses that job creation can be 
boosted by reducing and reorganizing working time, one 
condition being that such measures should have a neutral 
effect on costs. The reorganization of work in undertakings 
could contribute to better utilization of their productive ca-
pacities and hence to an Increase in productivity. 
In conjunction with its employment policy, the Commis-
sion will ensure that the problems concerning the Improve-
ment of living and working conditions are dealt with at Com-
munity level and that the second action programme on 
health and safety at work is developed. 
The Commission also believes that, given rising expen-
diture, the ageing of the population and the Increase in 
health care costs, the steps taken to reform social security 
should not create new obstacles to the free movement of 
Individuals nor lead to unfair advantages in terms of compe-
titiveness. 
The Commission is equally aware of the importance to 
the development of employment of better vocational train-
ing, which should improve coordination between training 
schemes, economic reality and labour market trends. 
It will be putting forward a programme aimed at promot-
ing cooperation between Industry and higher education at 
Community level and will endeavour to encourage closer 
relations between education systems. 
The Commission also intends to continue its activities to 
promote equal treatment for men and women and will draw 
up a more radical medium-term programme to this end. 
It has already presented proposals to the Council on the 
approximation of immigration policies. It will submit a rec-
ommendation on the employment of the handicapped and 
will develop the first phase of its poverty action programme. 
The Commission considers, finally, that economic poli-
cy and employment policy will be all the more successful 
the broader the consensus on which they are built. This is 
particularly so because the behaviour of the two sides of in-
dustry has direct macroeconomic repercussions. 
Whilst respecting their independence, the Commission 
will endeavour to revive the dialogue between the two sid-
es at all levels. It will systematically seek discussions with 
them on all matters of Importance affecting the economy 
and employment. 
Policies based on agreements and negotiation between 
management and labour, whether at Inter-occupational lev-
el or at sectoral level, are one of the cornerstones of this 
new European social area. 
The dialogue must therefore develop at Community lev-
el, as the Community dimension alone can create optimum 
conditions for genuine economic recovery and enable 
Community countries to meet the challenge of new techno-
logies. 
Jean Degimbe 
Director-general for Employment, 
Social Affairs and Education 

Part One 
Measures and guidelines 

The European social dialogue within sectors 
Over the past few months, there 
has been a steadily-growing call for 
the relaunch of the social dialogue 
within the Community. The medi-
um-term social action programme 
adopted by the Council on 22 June 
1984' stressed the importance of 
the dialogue and requested the 
Commission both to improve the 
dialogue with the two sides of in-
dustry in order to associate them 
more closely with economic and so-
cial decisions taken by the Com-
munity, and to foster the develop-
ment of industrial relations at Com-
munity level. 
This desire was pointed up by 
Commission President Delors in his 
outline of the Commission's pro-
gramme to the European Parlia-
ment. The 'strength of Europe' must 
also come from the 'vitality in in-
dustrial relations and maximum 
participation'.2 
A general consensus also seems to 
be emerging from industry and the un-
ions that it was high time to break out of 
the 'dialogue of the deaf' in which they 
had seemed to be locked.3 
A working party of Unice and ETUC 
representatives provided an opportu-
nity for a series of informal contacts 
throughout 1984. An initiative from the 
French Presidency, carried on by the 
succeeding Irish Presidency, also led 
to a series of meetings between the 
Council, the Commission, Unice and 
ETUC. 
More recently, on 31 January, the 
Commission organized a meeting be-
tween leading employers' representa-
tives and senior trade union officials 
from Member States. Both sides 
showed their willingness to hammer 
out certain issues and displayed an 
awareness that social and economic 
problems could no longer be treated as 
separate issues. 
The mutual goodwill and the recep-
tlveness of each to the other side's 
viewpoint seems to suggest that the 
time may well be ripe for a revival of 
Community social dialogue, an oppor-
tunity to start off again from a firmer 
footing. In a previous issue of Social 
Europe,' we dealt with the 'The social 
dialogue in the Community' from the 
inter-industry standpoint. What we 
should like to do now is to look at an-
other aspect of the social dialogue with-
in the Community: that taking place 
within industry groups. 
The fact that this facet of the dialo-
gue tends to be pushed into the back-
ground by the relations between the 
two major European confederations 
makes it no less significant or worth-
while. While inter-industry consulta-
tions promote broad-ranging or hori-
zontal debates, sectoral consultations 
add a concrete dimension to the ge-
neral discussions by bringing them fa-
ce-to-face with the specific realities of 
each sector. It is clear, for example, that 
while the issue of reducing and reorga-
nizing working time must necessarily 
be a topic for general discussion, it is 
no less imperative that it be dealt with 
on a sectoral basis, since the practical 
details of how working time is to be re-
duced and reorganized will vary ac-
cording to the actual working patterns 
of the individual industry or service 
trade. Technological advance offers an-
other illustration: once we have map-
ped out the principal macroeconomic 
issues, we must turn our attention to 
the more homogeneous units of the 
industry groups. 
At a time, moreover, when the vast 
majority of sectors are in the throes of a 
radical upheaval, raising the discussion 
to European level may go some way to 
helping us grasp the immensity of the 
transformation now taking place. It will 
also involve the social partners in the 
economic and social challenges facing 
the Community, and demand their ac-
tive participation In formulating Com-
munity responses. 
The sectoral dialogue is now almost 
20 years old, and as boom gave way to 
slump over those two decades, It has 
met with mixed fortunes. 
The enthusiasm of the 
1960s: The birth of the 
joint committees 
The 1960s saw the Commission 
and the principal actors on the Euro-
pean stage combining their efforts to 
add the social dimension to the con-
struction of Europe. Social progress, 
indeed, was one of the prime objecti-
ves of the Community, and one coroll-
ary of harmonizing the terms of compe-
tition was the harmonization of social 
1 OJ C 175 of 4. 7. 1984. 
2 Bulletin of the European Communities. Supple-
ment 1/85. 
3 In 30 jours d'Europe (No 138, January 1985) 
Lord Pennock, newly-installed President of 
Unice, said: 'In recent years, the Union of In-
dustries of the European Community has be-
come locked into a deplorable war of attrition 
with the trade unions. The rights of consultation 
of workers In multinational enterprises, and the 
violent squabble over the reduction of the work-
ing week, have brought us to an Impasse which 
does no honour to either camp.' 
' Social Europe No 2, September 1984. 
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legislation. Joint committees rapidly 
became part of the institutional struc-
ture in the coal and steel industries 
(1955), agriculture (agricultural workers 
- 1963), sea fishing (1968), road trans-
port (1965), transport by inland water-
way (1967) and rail transport (1971). 
The Commission was a crucial driving 
force behind these developments, 
helping bring home the changing situ-
ation to both sides of industry, and of-
fering material assistance by organizing 
meetings and taking over the adminis-
tration for committees composed of 
equal numbers of management and 
labour representatives appointed by 
the Commission on the recommend-
ation of employers' associations and 
trade unions. 
The goals were ambitious ones: no 
less than to contribute to the construc-
tion of a European system of Industrial 
relations and foster free collective bar-
gaining. 
But while the joint committees pro-
vided a forum for major discussions,' 
and led to the adoption of two 'Com-
munity agreements' on hours of work in 
arable farming and stock-farming, it 
soon became clear that the sights had 
been set too high at the outset, and the 
time was not yet ripe for the emergence 
of a Community-wide contractual 
policy. 
During the 1970s, the joint com-
mittees came up against a series of in-
creasingly difficult hurdles (the 1973 
Community enlargement; the separa-
tion of economic and social issues, the 
stalemates between the unions push-
ing for the adoption of European stan-
dards or collective agreements, and the 
employers with their serious misgivings 
about committing themselves at a 
Community level), and the process of 
extending the joint committee concept 
to new sectors of the economy ground 
to a halt.2 
It became clear that the establish-
ment of joint committees was closely 
bound up with the existence of com-
mon 'integrated' policies. The Introduc-
tion of the common fisheries policy, the 
overhaul of the CAP, and the current 
work on a transport policy paved the 
way for a revival of the joint committees 
In these sectors. 
In consequence, the Joint Commit-
tee on Sea Fishing found itself able In 
1984 to discuss the outcome of con-
crete initiatives in each of its Working 
Parties (Training, Safety, Harmoni-
zation of Working Conditions) as a di-
rect result of the modest budget appro-
priations made in Chapter 43 of the 
General Budget3 and the desire of the 
Council Presidency to expand the de-
bate on social aspects of the fisheries 
policy. 
This led to the launching of a series 
of preliminary training schemes during 
1985: instructor exchange program-
mes between Member States, prepa-
ration of teaching aids, pilot training 
schemes in the use of advanced tech-
nology, etc. A demonstration pro-
gramme for further training for young 
Ship's Masters is also at the blueprint 
stage. 
Using its initiative-taking powers, 
the Committee is currently discussing 
an opinion on the harmonization of 
working conditions. 
A previous issue of Social Europe 
has already covered some aspects of 
safety In the fishing industry;" suffice it 
to say here, then, that plans for a num-
ber of safety training modules are cur-
rently in the pipeline, based on the re-
sults of the surveys conducted since 
1975 on accidents at sea. A number of 
particularly interesting Initiatives in the 
field of on-board emergency medical 
assistance are focusing on the use of 
computer aids for emergency services 
and air/sea rescue missions. 
The Joint Committee for Agriculture 
is currently discussing the timeliness of 
fresh initiatives to harmonize working 
conditions in the light of the 'recom-
mendations' concluded in 1975 and 
1978. The committee has issued an 
opinion on the problems of safety and 
accidents involving power lifts and 
drawbar hitches for tractors. 
The committee has also launched 
an awareness campaign to promote a 
series of training modules on safety at 
work for agricultural workers. 
Finally, the Commission has given 
the go-ahead for a survey on the work-
ing conditions of agricultural workers 
throughout the EEC to add to the avai-
lable information base on the social si-
tuation of this section of the population, 
and to provide a firmer foundation for 
an examination of the social conse-
quences of policies adopted for the 
agricultural sector. 
In the field of transport, the Com-
mission has drawn up new rules for the 
joint committee on Transport by Inland 
Waterway5 giving it a right of initiative. 
This means, that the committee can 
now be convened either by its officers 
(employers' and workers' representa-
tives) or on the requisition of one-third 
of its members. It has also been given a 
measure of autonomy. So far, a good 
deal of the discussion over the Com-
mission's proposals for harmonizing 
social legislation in the field of Inland 
waterway transport has been carried on 
in the Central Commission for the Nav-
igation of the Rhine (CCR); the joint 
committee has now decided to avoid 
further duplication by setting up two 
working parties to study harmonization 
of vocational training and safety and hy-
giene. Its officers will also be studying 
the social repercussions of recent 
Commission proposals to liberalize 
road transport to and from coastal 
points, together with those covered by 
the Additional Protocol to the Mann-
heim Convention. 
The Commission has also replaced 
the rules for the Joint Committee on 
The joint committees produced a large body Of 
opinions and recommendations in the fields o" 
safety, working conditions and employment. 
2 Except for the Joint Committee for the Footwear 
Industry which was set up In 1971 and suspend-
ed operations in 1982. 
3 Chapter 43 'Social aspects of the fisheries 
policy' 
(i) Article 4300 - Actions to develop a common 
education and training policy in the fishing in-
dustry, 
(ii) Article 4310 - Subsidies in favour of certain 
medical assistance and safety measures a: 
sea. 
' Social Europe No 2/1984, p. 67. 
5 Commission Decision of 9. 10. 1980 (80/991/ 
EEC). 
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Joint committees at Community level cover agriculture . Copyright Gayard/R.E.A. 
Rail Transport with new rules similar to 
those for the inland waterways commit-
tee. The management and labour re-
presentatives on the rail transport com-
mittee have set themselves the task of 
examining the social aspects of a 
number of measures and proposed 
measures which at first sight seem 
purely economic, such as: 
(i) the Commission's proposal con-
cerning 'the improvement of the 
situation of the railways and har-
monization of the rules governing 
financial relations between rail-
ways and the Member States'; 
(ii) international railway cooperation; 
(iii) decisions of the Council of Minis-
ters for Transport of 10. 5.1984. 
The Joint Committee for Road 
Transport is currently focusing its atten-
tion on the revision of social legislation 
affecting road haulage workers. Dis-
cussions are also under way for over-
hauling this committee's operating 
rules. It is quite on the cards that the 
first task of the 'new look' committee 
will be to complete its work on the har-
monization of social legislation, moving 
on to deal with the issues of vocational 
training, safety, hygiene, welfare and 
comfort of the crews of road transport 
vehicles. 
In the field of shipping, the repre-
sentatives of the shipowners and sea-
farers' unions are continuing to look for 
grounds for an agreement on the right 
of initiative. In the meantime, the two 
sides are meeting on an occasional ba-
sis as an ad hoc joint committee to dis-
cuss such priority issues as the Com-
mission's memorandum on shipping 
policy, the problem of flags of conveni-
ence, working conditions and terms of 
employment. 
Parallel to the development of the 
joint committees, and frequently as a 
reaction to the difficulties encountered 
by them, a new dimension has been 
developing in the sectoral social dialo-
gue, based more on a frank exchange 
of views than negotiations in the strict 
sense. 
The 'informal' social 
dialogue: a more 
pragmatic approach 
This new approach concentrates 
more on the socioeconomic dimension 
of the industry group as its focus of 
concern; it helps break down barriers to 
understanding, finds common ground 
between opposing attitudes, and brings 
the participants to an awareness of the 
need for a Community setting to the 
discussions. 
The following examples, all taken 
from day-to-day business, illustrate the 
non uniform and multifaceted character 
of this new dimension to the Commu-
nity social dialogue. 
There is very lively across-the-
board consultation on social and eco-
nomic issues within the individual in-
dustries in the metal-working sector. 
11 
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. and shipbuilding 
Dialogue in the motor vehicle industry 
focuses on the general state of the au-
tomotive sector and the follow-up to 
Community activities,' or occasional 
measures of general concern, such as 
selective distribution, harmonization of 
technical standards or exhaust emis-
sions. Both sides of industry (the Liai-
son Committee for the Motor Vehicle 
Industry in EEC Countries [CLCA], and 
Copyright Rudman/R.E.A. 
the European Metalworkers' Federation 
in the Community [EMF]) were actively 
involved in a study into industrial ad-
justment and changes in the structure 
of employment in the automobile 
industry.2 To date, however, it has 
proved impossible to bring the two 
sides together to discuss the conclu-
sions of the report. This raises the 
question of whether a more global ap-
proach might not be appropriate, linking 
the economic and social dimensions, 
and turning a dialogue between Euro-
pean employers' and workers' organi-
zations and with the Community institu-
tions into an essential element of the 
consensus required to establish a 
'Community frame of reference' en-
abling European car makers to take up 
the challenges thrown down by compe-
tition for world markets. 
The social partners in the shipbuild-
ing industry (the liaison committee and 
EMF) are at present involved In defining 
Community guidelines for the industry. 
The progress of a Community-wide so-
cial dialogue is not helped, however, by 
the lack of a genuine common market 
in shipbuilding - Community shipown-
ers place only 1 % of their total orders in 
Community shipyards outside their 
own countries! 
Employers' and workers' represen-
tatives in the machine tool industry (the 
European Committee for Cooperation 
of the Machine Tool Industries [Ceci-
mo] and EMF) were closely associated 
with the position adopted by the Com-
mission.3 As a direct follow-on from 
this, they have now turned their atten-
tion to vocational training for the in-
dustry. 
The Community holds frequent and 
very close exchanges of view with the 
representatives of the socioeconomic 
interests in the textile industry (the 
Coordinating Committee for the Textile 
Industries in the EEC [Comitextil] and 
the Trade Union Committee) on the 
general state of the industry; its com-
petitiveness; aids; research, commer-
cial policy, etc. Employers and workers 
also collaborated in launching and eva-
luating a number of case studies into 
new patterns of shift working in the tex-
tile industry, under the aegis of re-
search carried out by the Dublin-based 
European Foundation for the Improve-
ment of Living and Working Conditions. 
Despite its topicality, the discussion, 
COM(81)317 fin and COM(83)633 fin. 
Social Europe No 1/1984, p. 61. 
SEC(83)151 fin. 
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which sets parameters for the problem 
of working time/uninterrupted produc-
tion time, has not yet been carried 
through to Community level. 
The situation in the agri-food indus-
try tells a somewhat different tale. To 
start with, the Commission favours joint 
consultation within the advisory com-
mittees in the agricultural sector, In-
volving all the interests directly affec-
ted; secondly, in addition to the general 
involvement of both sides in work done 
at Community level, the employers and 
workers in two of the individual Indus-
tries have started up their own joint in-
dustrial dialogue. Since 1977, repre-
sentatives of European sugar manufac-
turers (CEFS) and sugarworkers' 
unions (ECF) have held regular ex-
changes of view on the economic situ-
ation of the Industry; the labour force; 
working hours; vocational training; 
market and commercial policy. The dis-
cussions have been on ice since 1983, 
however, due to the employers' refusal 
to discuss the impact of new technol-
ogy on jobs. Employers and workers in 
the brewing industry (CBMC, ECF) 
have had contacts since 1981 on such 
matters as supply contracts, advertising 
of alcohol, harmonization of excise du-
ties and the distinction between tech-
nical advance and the use of new 
technology. Their meetings have not 
(yet?), however, acquired the dynamics 
of a dialogue, a fact which clashes 
somewhat with the vigour displayed by 
industrial relations in the sector gen-
erally, both nationally and within the 
large brewing groups. 
The construction industry is also a 
case apart in many respects. Both em-
ployers and workers participated as ex-
perts in research conducted by the 
Berlin-based European Centre for the 
Development of Vocational Training 
(Cedefop) into the approximation of 
levels of vocational training. They have 
also been meeting on a regular basis 
since 1983 to discuss training/work ex-
perience schemes and training in the 
use of new technology. Currently, they 
are advocating the creation of a Euro-
pean documentation unit to act as the 
linchpin of a network connecting the 
various national technical training 
centres for the building industry, in-
dustry organizations and other agen-
cies directly concerned by the training 
issue. The International European Con-
struction Federation (FIEC) and the 
European Federation of Building In-
dustry Workers (FETBB), are also con-
sulted on the Commission's proposals 
relating to the internal market, energy 
and social affairs. However, fragmen-
tation of Community activities and di-
vergent views of the nature of the crisis 
in the building industry, have tended to 
restrict the scope of the social dialogue 
in this sector to an extent where Its ef-
fectiveness is somewhat impaired. 
The Commission is closely tracking 
developments In the service industries, 
which have been the main areas to ex-
perience job-growth throughout the 
recession. It is important to know 
whether the service sector will continue 
to be a source of new jobs, and if so, 
what kind and in which industries. 
In the banking sector, both unions 
(represented in the banking section of 
the European Regional Organization of 
Commercial, Clerical, Professional and 
Technical Employees (EURO-FIET) and 
the leading associations of bank em-
ployers (Savings Bank Group of the 
EEC - GCECEE; Association of Co-
operative Savings and Credit Institu-
tions of the EEC;'and the Banking Fe-
deration of the EEC), have been closely 
involved in a survey into the social im-
plications of introducing new techno-
logy in the banking sector.' 
The financial services sector, and 
particularly banking, is without doubt 
the one in which new technology has 
taken firmest root at the fastest rate. A 
seminar was staged at the end of 1984, 
bringing together experts from the uni-
ons' and employers' sides, and re-
searchers and academics for discus-
sions on precisely that theme. The 
leading issues raised by the introduc-
tion of new technology (impact on jobs, 
training, health and safety, work organi-
zation) were explored in depth over a 
day and a half of talks. The meeting de-
monstrated that an exchange of views 
between the two sides of industry was 
possible, and that the European back-
cloth unarguably enriched the debate. It 
is clear that the Community dimension 
does enable us to take the measure of 
the challenge facing Europe, offers a 
common yardstick against which to 
measure technological progress (the 
pace of which differs from country to 
country), and to reflect on the respon-
ses of the Member States. 
In the retail trade sector, the Com-
mission has had meetings with the uni-
ons (through the retail section of 
EURO-FIET), as well as with a number 
of employers' associations (the Euro-
pean Committee for Retail Trade -
CECD; the International Federation of 
Retail Distributors - FIGED; and the 
Liaison Committee of European Retail 
Trade Associations - CLD), on various 
Commission proposals to the Council 
(including the reduction and reorgani-
zation of working time, part-time work-
ing and temporary services) and on 
employment trends in retail trade. 
Towards the end of spring 1985, the 
Commission will be organizing a dis-
cussion seminar on 'Employment -
new technologies in retailing' for ex-
perts from unions and employers' as-
sociations and professional re-
searchers. 
Basing itself on the Council Resolu-
tion on a Community tourism policy, the 
Commission will also be scrutinizing 
the question of employment and the 
nature of work in the hotel and catering 
trades (with an aggregate workforce 
approaching 4000000 people). 
* 
* * 
One of the intentions behind this 
approach is to create a climate of con-
fidence between employers and wor-
kers, to enable them to analyse the in-
dustry's problems together and to con-
sider what direction it should take for 
the future. It Is also clear, that the dis-
cussion must break out of the confines 
of the social dimension alone to enable 
Social Europe No 1/1984, p. 58. 
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a broader vision to be taken of the pros-
pects for the sector. 
At a time when the two sides of in-
dustry seem more inclined to consult 
deserves to have fresh life breathed in-
to it. Whether or not it succeeds will de-
pend first and foremost on whether em-
ployers and employees have the will to 
make it work. The aim is not to lock the 
than confront, the sectoral dialogue dialogue within the confines of a rigid 
framework bound around with con-
straining formal Instruments, but rather 
to give it room to grow naturally in a 
flexible and pragmatic fashion in re-
sponse to changing needs. 
14 
European Social Fund assistance for 
technological change 
In 1983 the Commission undertook 
a first, albeit modest, examination of the 
results in employment terms obtained 
in the 'technical progress' sector, 
which covers operations of adaptation 
to technological change. To this end 
the Commission drew up a programme 
of inspection visits in Member States 
which had received aid in the technical 
progress field, covering both opera-
tions still under way and those already 
concluded. 
These inspections were carried out 
from May 1983 to February 1984 and, 
in all, covered operations representing 
some 17% of the annual appropriations 
available for the 'technical progress' 
sector and involving 7 700 persons. 
In the course of these inspections, 
which are quite distinct from the on-
the-spot checks which the Fund carried 
out regularly pursuant to Article 5 of 
Council Regulation (EEC) No 858/72 of 
24. 4. 1972 when claims are made for 
the payment of balances, a series of 
talks were held both with the manage-
ment of the undertaking or body in 
question and with the workers concer-
ned or their representatives. The topics 
dealt with in these talks covered the fol-
lowing: 
(i) the type of technological innov-
ation introduced and its impact on 
employment (reduction, mainten-
ance or expansion of em-
ployment); 
(ii) changes in occupational skills re-
quired by the introduction of new 
technology; characteristics and 
duration of the training courses; 
(in) staffing trends in the undertaking 
or sector in question; 
(iv) employment situation of the per-
son in question. 
The choice of the various bodies 
and undertakings to be inspected was 
made in agreement with the national 
authorities, taking account of the need 
to cover as wide and as representative 
a range as possible of the initiatives 
carried out with the assistance of the 
Fund under Article 5 ('technical pro-
gress'). No general conclusions can be 
drawn from these inspections; how-
ever, they provide a useful frame of 
reference for the Fund's future activi-
ties in this field. 
The findings are presented sep-
arately, following the headings of the 
aforementioned outline, i.e. 'type of 
technological innovation', 'structure 
and content of training', and 'impact on 
employment', depending on whether 
large, small or medium-sized undertak-
ings and private or public training cent-
res are in question, and insofar as 
specific features can be brought to 
light. 
Automatization of production in the motor vehicle industry Copyright Maillac/R.E.A. 
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I Undertakings 
1. Type of technological 
innovation 
In large undertakings, technological 
innovation related to the automation of 
production with the help of robots in the 
motor vehicle industry (automobiles, 
tractors), the use of computer-assisted 
design and electronic quality control, 
the composition and reproduction of 
printing plates with the help of lasers, 
replacement of lead rotation cylinders 
(which are harmful to health) by copper 
cylinders in the printing industry, the 
use of microprocessors and new pro-
cesses for moulding plastic compo-
nents in the watchmaking industry, and 
the replacement of electro-mechanical 
by electronic controls in the telephone 
and radiography equipment sector. Be-
cause of loss of markets, a watch-
making firm switched part of its activi-
ties to new photographic techniques. 
In small and medium-sized under-
takings, technological innovation con-
cerned the computerization and auto-
mation of production. 
Computerization mainly affected 
undertakings in the service and engi-
neering sectors, but also - in Italy for 
example - a number of agricultural co-
operatives, which rationalized their 
sales management. Automation of pro-
duction processes concerned the tex-
tile sector (new machines for the conti-
nuous treatment of cotton thread, 
which at the same time considerably 
reduce noise and dirt), the ceramic 
sector (fully automatic kilns, conveyor 
belts and packaging machines) and the 
engineering sector (automated manu-
facture and electronic quality control). 
One watchmaking firm switched 
part of its operations to the manufacture 
of microelectronic components and las-
ers, one recently set-up undertaking 
specializes in designing and manufac-
turing electronic alarm systems and an 
agricultural cooperative is using vege-
table and fruit refuse to produce biogas, 
covering its own energy needs. 
2. Structure and content 
of training 
In the undertakings inspected, the 
structure and content of training cour-
ses were found to be very similar, for 
the technological innovations involved 
are based essentially on microelectron-
ics and data processing and their appli-
cation requires very similar skills. The 
differences are to be found, rather, in 
the coherence and speed with which 
undertakings - taking into account mar-
ket conditions - modernize their pro-
duction processes. The following gen-
eral conclusions may be drawn: 
(i) Emphasis is placed essentially on 
training in line with specific pro-
duction needs and with a practical 
bias. The length of training is thus 
limited (it varies from 200 to 600 
hours on average), except for 
some high-level courses con-
cerned with the industrial appli-
cation of microelectronics and data 
processing, which may last up to 
1 500 hours. Where a course in-
cludes a theoretical section, up-
grading courses are frequently 
provided, since these are essential 
for the acquisition of more ad-
vanced skills. 
(ii) The fact that training is geared to 
production and that there is pres-
sure from the competition (most of 
the undertakings inspected were in 
sectors affected by the crisis) very 
often means that the final phase of 
practical training is given on the 
job. In most cases where there are 
no training centres meeting the 
specific requirements of retraining, 
undertakings have no choice but to 
train their own staff on the job. This 
is true, in particular, of the printing 
industry and, generally speaking, 
of production automation using ro-
bots, which requires a substantial 
investment. 
(iii) Some courses enable the partici-
pants to acquire a high level of skill 
with a diversified basis and con-
siderably improve their position in 
the undertaking; this applies to 
training in photocomposition, print-
ing technology and in the design 
and utilization of computer-assist-
ed processes. Most courses lead 
directly to use of the acquired skill 
in the production process. In some 
cases, it is simply a matter of train-
ing people to use new machines, 
for example workers in the engi-
neering and motor vehicle sectors. 
3. Impact on employment 
As regards the effect of the intro-
duction of technological innovations on 
employment, it was found that: 
(i) in most undertakings the threat to 
existing jobs and the shortage of 
skilled labour to use the new pro-
duction techniques often go hand-
in-hand; 
(ii) technological innovation was made 
possible mainly through the train-
ing of staff in place; new staff were 
recruited only in rare instances 
where modernization measures 
required specialized skills from the 
start (for example, in the printing 
sector or the utilization of new 
forms of energy). Even where the 
introduction of new technology 
was accompanied by a full-scale 
overhaul of the undertaking, the 
level of employment was, general-
ly speaking, maintained - either 
because adaptation measures 
were spread over a fairly long peri-
od of time (as in some printing 
firms) or because the undertaking 
- at least in the medium term -
achieved relative stability after staff 
cuts (e.g. the motor vehicle an 
engineering sectors); 
(iii) in some cases, it was possible to 
maintain the level of employment 
only by switching products; this 
was true of two watchmaking firms 
which went over, in part, to the 
manufacture of microelectronic 
components and three-dimensio-
nal photography. 
II Small and medium-sized 
undertakings 
A number of specific features of the 
training and employment situation in 
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Practical training on the job Copyright Gayard/R.E.A. 
small and medium-sized undertakings 
are worth mentioning: 
(i) The adoption of new production 
techniques in small and medium-
sized undertakings generally goes 
hand-in-hand with large-scale re-
organization measures and affects 
a large number of staff. Very often 
undertakings in sectors hit by the 
crisis can maintain their position on 
the market only by supplementing 
or specializing their production 
programme, using the most up-to-
date production methods: this is 
true of the watchmaking firm which 
went over, in part, to making lasers 
or the ceramics firm which, spec-
ializing its range of products, larg-
ely automated its production pro-
cess. The high costs involved 
mean that there is far more on-the-
job training than in large under-
takings. 
(ii) To acquire the theoretical basis 
needed, in particular, for the use of 
data processing in business man-
agement, firms generally endeav-
our to collaborate with training 
centres. However, problems arise 
where the training programme is 
not tailored to the firm's specific 
requirements. 
The jobs of staff in small and medi-
um-sized undertakings are more 
directly threatened than those of 
workers in large firms because of 
the former's specific position on 
the market and because of the 
scope of their reorganization pro-
grammes. However, in most of the 
small and medium-sized firms in 
sectors hit by stagnation or regres-
sion (engineering, watchmaking 
and ceramics) it has proved pos-
sible to maintain the level of em-
ployment. Where staff had to be 
cut because of automation, the 
workers affected were reassigned 
- after retraining - to a new pro-
duction sector or - after receiving 
tideover assistance from public 
bodies such as the Cassa Integra-
zione in Italy or the Fonds national 
pour l'emploi in France while re-
training - were reintegrated into 
the production process of firms 
which had completed successful 
restructuring operations. 
(iv) Where data processing has been 
introduced to modernize manage-
ment and where firms have gained 
a foothold on the market by spe-
cialization or conversion (electro-
nic equipment, new methods of 
energy production), it has proved 
necessary to recruit and train addi-
tional staff. 
Ill Training centres 
The programmes carried out in the 
centres differ widely from those run in 
firms as regards structure, content and 
duration fulfilling an intermediary role 
between training in new technology 
and its practical application, the pro-
grammes put together by the centres 
very often fill the gaps in the official 
vocational training system, whether in 
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the area of basic skills or, more fre-
quently, specialized skills needed for 
the application of new techniques to the 
production process orto management. 
1. Type of technological 
innovation 
The centres visited were almost ex-
clusively offering courses in manage-
ment, data processing and microelec-
tronics, though these were often tail-
ored to the region's labour market and 
industrial structures. 
The courses on offer relate to the appli-
cation of data processing to marketing, 
import-export, programming and pro-
duction control (France) or aim at sup-
plementing scientific training or com-
bining technical programming with of-
fice organization and business practice 
in general (Germany); other courses 
relate to the use of microelectronics in 
the public sector (water supply in the 
United Kingdom; industrial waste con-
trol and disposal in Greece), robot au-
tomation of production and industrial 
radiography (France). In two cases, 
training centres were specializing in 
business management, and marketing 
and data processing skills tailored to 
the setting-up of small businesses. 
2. Structure and content 
of training 
Simplifying somewhat, it can be said 
that most centres offer two kinds of 
training course: on the one hand, 
courses providing basic skills in data 
processing and microelectronics (often 
including foreign language courses 
with a technical slant with the option to 
go on to specialized training at the cen-
tre itself, or elsewhere for certain fields. 
The standard demanded of participants 
is relatively low and the courses are of a 
distinctly theoretical type. On the other 
hand, the centres provide high-level 
courses aimed at imparting specialized 
skills, based on three to five years of 
occupational experience; these cour-
ses put more emphasis on practical 
training. In these cases, the centres of-
ten cooperate with local placement 
services and firms offering the partici-
pants periods of practical training which 
account for 15 to 20% of the course's 
total duration. 
(i) In the vast majority of centres visi-
ted, the courses are meant for the 
unemployed or job-seekers with 
occupational experience and aim 
at placing them in jobs in middle 
management. The training, the 
duration of which varies on ave-
rage from 600 to 1 200 hours, is in 
general highly diversified, dealing 
with fields close to, but not directly 
linked to, 'technical progress', 
such as business practice, busi-
ness psychology and languages, 
and provides skills of a high stan-
dard. Some centres offering train-
ing in computer-assisted techni-
ques and robot automation have 
impressive equipment enabling 
them to provide training under 
conditions approximating to those 
encountered in real-life work situ-
ations. 
(ii) In addition, there are some centres 
which concentrate on certain cate-
gories of persons. In the United 
Kingdom, a national network of In-
formation Technology Centres 
(ITEC) attempts to teach data pro-
cessing directly to young people 
with no occupational experience 
and little in the way of schooling. 
These courses also attempt to 
make up for the gaps in their edu-
cation, while at the same time tack-
ling certain general social matters, 
and are thus very long (1 600 
hours). The young people are mot-
ivated and are frequently success-
ful in their search for their first job. 
In the Netherlands, a centre run by 
the printing trade offers specialized 
courses aimed at adapting the 
technical skills of workers in that 
trade. The modern equipment at 
the centre's disposal makes it 
possible to duplicate actual work-
ing conditions. Some centres de-
vote themselves to giving technical 
advice to firms (for example, in the 
United Kingdom on electrical in-
stallations and local water supply). 
In such cases the training of sel-
ected workers is limited to the sol-
ution of a specific technical pro-
blem and the course lasts for 
slightly over 200 hours. 
3. Impact on employment 
(I) The rate of placement in stable 
jobs for participants in these cour-
ses is, in general, between 70 and 
80%. However, for young first job 
seekers the rate is only about 
55%. It is estimated that two-thirds 
of the participants have been found 
jobs in small and medium-sized 
undertakings. This generally high 
rate of placement may be attribut-
ed to the following factors: 
(a) The centres help to fill a numb-
er of gaps in the official training 
system. 
(b) Thanks to their close contacts 
with firms and systematic mar-
ket monitoring, they are able to 
identify new areas of occupatio-
nal activity in which there is a 
shortage of labour, and their 
programmes are drawn up ac-
cordingly. 
(c) The content and duration of 
their courses are generally 
determined by the fact that the 
attempt to impart a wide range 
of theoretical knowledge which 
serves as a basis for other 
courses imparting practical 
skills, while overlapping into re-
lated non-technical fields which 
provide the participants with a 
degree of mobility. 
(ii) Placement problems arise with 
persons distinctly beyond the 
average age of the participants (30 
to 35), whom it is difficult to retrain 
in the use of the new technologies. 
(iii) As regards the creation of new un-
dertakings in the hotel and catering 
trade, and technical assistance to 
undertakings and small commer-
cial firms, the centres stated that 
70% of those who passed the 
courses managed to set up their 
own business in the following year, 
thus creating, on average, six to 
seven new jobs per undertaking. 
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Evaluating the interaction between 
working and living conditions 
The Four-Year Programme 
(1985-88) of the European 
Foundation for the Improvement 
of Living and Working Con-
ditions. 
Between now and the end of 1988, 
the activities of the European 
Foundation for the Improvement of 
Living and Working Conditions will 
be crystallizing around the main 
lines of its new four-year pro-
gramme of work. That is significant 
in itself; but worthy of even closer 
attention is the new approach 
reflected in the guidelines and 
themes selected as the basis for 
the foundation's work in 1985. The 
programme points to the founda-
tion's desire to take a broader and 
more unified approach to living and 
working conditions. But this should 
be seen less as a break with the 
past than the acceleration of a 
more recently-evolved trend. 
The background 
Established in 1975 ' but fully opera-
tional only since 1977, the foundation 
was set an ambitious array of objectives 
(see box). 
The task of the foundation 
The foundation is responsible for 
developing and pursuing ideas on 
the medium and long-term im-
provement of living and working 
conditions and to identify factors 
leading to change. 
Its task is to contribute to the 
planning and establishment of 
better living and working condi-
tions through actions designed to 
increase and disseminate know-
ledge likely to assist that develop-
ment, particularly with relation to: 
(i) man at work; 
(ii) the organization of work, par-
ticularly job design; 
(iii) problems specific to certain 
categories of worker; 
(iv) long-term aspects of improve-
ment of the environment; 
(v) distribution of human activit-
ies in space and in time. 
Clearly, the foundation could not 
hope to meet all its preset goals in the 
first years of its life. Its first four-year 
programme (1977-80), therefore, gave 
priority to the study of working condi-
tions, which was also given pride of 
place In the second four-year pro-
gramme for the period 1981-84. This 
was dictated largely by the rapid pace at 
which companies were embracing new 
technology and the major changes it 
was bringing about in working con-
ditions. 
The need to look closely at living 
conditions had already been brought 
home, however, by a survey into the ef-
fects of shift work on the family and so-
cial lives of workers. More recent re-
search Into topics such as transport, or 
the relationship between leisure time 
and working time, clearly attest to the 
foundation's growing concern with the 
whole quality of life. 
The programme for 
1985-88 
The foundation's interest in living 
conditions referred to earlier comes 
through more clearly in its new four-
year programme, but is by no means 
the only innovative aspect of it. 
A programme in step 
with the changing times . . . 
The foundation's concentrated 
study in its second four-year pro-
gramme of the variety of changes 
which technological developments 
have brought in the workplace bears 
witness to its concern with the agents 
of change. The topic is far from ex-
hausted. 
The continuous and rapid pace of 
technological advance, and the variety 
of methods and fields of application, 
fully justify more research by the foun-
dation to gain a deeper and constantly 
updated understanding of these deve-
lopments. 
The progressive decentralization of 
production structures is yet another 
major factor for change. Patterns of 
work, working conditions, labour rela-
tions and interpersonal relations in the 
workplace could all find themselves 
radically affected by the trend towards 
smaller, potentially more autonomous 
production or service units which are 
physically more remote from the deci-
sion-taking centres. 
Nor has the last word yet been said 
in the debate on the reduction of work-
ing time. The concurrent development 
of part-time working, home-working, 
new and different forms of flexible 
working schedules, even the redistrib-
ution of working hours on an annual ba-
sis, are all harbingers of a different ap-
proach to organizing working time. 
These developments will be bound 
to play some part In a reorganization of 
the environment, particularly the urban 
environment. The redefinition of the 
By Council Regulation No 1365/75 
26. 5. 1975. O J L 139 of 30. 5. 1975. 
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role of the State, market forces and in-
dividuals as providers of services will 
also have its part to play, particularly as 
users, consumers and inhabitants be-
come more involved in and take control 
of the management of their own physi-
co-social environment. 
. . . and with Community 
policies and central concerns 
The foundation does not view its 
task as something apart from the 
activities of the Community institu-
tions; it must take account of their 
needs and Community policies in 
the fields failing within its remit. 
There are many of these, including, 
for example, activities stemming 
from the social consequences of 
introducing new technologies, the 
reduction and reorganization of 
working time, and the environmen-
tal action programme; not forgett-
ing either the second FAST pro-
gramme (1984-87) northe 1983-84 
programme of Cedefop. 
In addition to that, not only has the 
redirection of the programme towards 
improving the balance between re-
search into living and working condi-
tions been designed to meet the ex-
pressed wishes of the European Parlia-
ment, but full account has also been 
taken of more specific requests put for-
ward in resolutions on the family and 
the aged. 
. . . Reflected in the three major 
themes: 
People at work, 
Time, and 
Environment 
designed to maximize the adoption 
of an integrated approach to problems. 
It will enable the foundation to point out 
the relations between, for example, the 
effects of reorganizing working time on 
the organization of work, working con-
ditions, the family and social lives of 
workers, and also on traffic and urban 
transport. 
The combined effects of introducing 
new technologies and decentralizing 
workplaces will make themselves felt 
not only in the work itself, but will un-
doubtedly also have a spin-off effect on 
the urban environment and its various 
functions. 
The transport and storage of dan-
gerous and toxic substances affect not 
only those living in the vicinity, but also 
the workers who transport and handle 
them. 
This new approach aimed at study-
ing the consequences of the current 
upheavals on the quality of worklife, 
family and social life and environment 
will, from time to time, and more fre-
quently than ever before, call for the 
use of interdisciplinary research, which 
will probably be more taxing, but will 
undoubtedly be more rewarding. Clear-
ly, this will be used only where the sub-
ject justifies it, which will not be in every 
case. 
Other general guidelines: 
less descriptive, more dynamically 
directed research which means trying 
to analyse current trends with a view to 
identifying positive factors and the 
scope for further improving living and 
working conditions; 
more concrete research, selecting 
only genuinely significant experiences; 
aiming to reach a wider audience; a 
goal the foundation will also be seeking 
to attain through organizing conferen-
ces, for example. 
The organizational structure 
of the foundation 
The foundation is administered by 
an administrative board compri-
sed of representatives from the 
national governments, employ-
ers' and workers' organizations 
from the Member States, and the 
Commission of the European 
Communities. Each group has 
one representative for each 
Member State, except for the 
Commission which has three re-
presentatives in all, one of whom 
is the chairman. 
This organizational structure is 
carried through into the function-
ing of the foundation. From the 
adoption of the annual and four-
year programmes by the adminis-
trative board right through to the 
evaluation of studies, all the 
groups are automatically involved 
at all stages of the research. 
Day-to-day management of the 
foundation's activities is the re-
sponsibility of the director of the 
foundation, assisted by an assis-
tant director. 
People at work 
This segment contains three princi-
pal objectives: 
1. To take account of a discernible 
trend towards decentralization in 
manufacturing and service indus-
tries, and the support of Community 
and national public agencies for 
small and medium-sized busi-
nesses. 
This will lead the foundation to study 
firstly how and to what extent de-
centralization Influences the organi-
zation of work and the resultant 
working conditions. It will also be 
taking an initial look at the position 
of workers in smaller firms. 
2. To take account of changes in pat-
terns of working whether resulting 
from the introduction and use of 
new technologies - expanding and 
enriching the old way of working -
or by the appearance of new ways 
of working, or the expansion of what 
had previously been comparatively 
marginal developments, from 
home-working (with particular em-
phasis on telecommuting), via the 
transformation of wage-earning jobs 
into self-employed occupations, to 
permanent weekend working. 
3. To take account of developments in 
labour relations particularly where 
they stem from the need to involve 
workers more closely in defining 
how the work, and their own work-
station, should be organized in 
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order to smooth the introduction of 
new technology into a company, or 
as a means of attaining other goals 
such as improved product quality. 
The foundation will also be looking 
at the specific issues this raises for 
management. 
Time 
Few people can be unaware of how 
far their working time impinges on their 
leisure time, not only In quantitative, but-
also In qualitative, terms. Time will 
therefore be a leading topic of concern 
as the nexus between working condi-
tions and living conditions. 
The outstanding features of the time 
Issue are the trend towards an ever-
shorter working hours and increased 
leisure opportunity; looked at more 
closely, there are three other key is-
sues involved: 
(i) the unequal distribution of working 
time and 'free' time between indi-
viduals and groups, and through-
out life; 
(ii) the poor articulation of working 
time and 'free' time between, for 
example, members of the same 
family, or between services and a 
proportion of their users; 
(iii) the extent to which work 'eats into' 
free time e.g. time spent com-
muting. 
All of which illustrate the need for a 
more rational organization of time and 
research into time-saving - not just for 
companies, but also for workers and 
their families. The excess of 'free' time 
which non-workers have on their 
hands, (which is as often as not 'en-
forced' leisure) also raises the question 
of how that 'free' time should be put to 
use to help such people become pro-
ductive and integrate them into the so-
cial and economic life of the country. 
We have, therefore, to examine how 
solidarity between those with too much 
free time, and between them and 
people with too little free time, might be 
made to mesh together, beyond any in-
stitutional forms of solidarity. 
The environment 
The factors which may produce 
changes in the organization of work in 
the widest meaning of the term, such 
as the evolutionary development of in-
dustry and the service trades, technol-
ogical advance and the increased flexi-
bility of working hours, are unlikely not 
to leave their mark on the organization 
and management of the human envi-
ronment which, on all the evidence, oc-
cupies a central role in the organization 
of the time. 
It seems reasonable to expect that 
the combined effect of these different 
factors will be to modify society's trans-
port needs, foster new means of com-
munication and lead to a restructuring 
and redistribution of the industrial and 
commercial, administrative and domes-
tic environment. The foundation will be 
approaching this aspect through a 
number of exploratory studies on the 
theme of new technologies and the ur-
ban environment. 
Closely linked to this is the problem 
of the renewal and social and economic 
diversification of inner-city areas. Inno-
vations in technology have opened the 
door for the non-polluting smaller busi-
nesses to flood back to our town and 
city centres. 
Within this general theme, we shall 
also be concerning ourselves with 
ways in which active solidarity can help 
to Improve living conditions for socially 
disadvantaged groups such as senior 
citizens, the unemployed and single 
parent families, as well as the contribu-
tion of voluntary organizations to im-
proving the environment. 
In this latter field, the foundation will 
be pursuing and broadening its current 
research into the transport, handling 
and storage of non-nuclear waste. It will 
also be studying the impact of biotech-
nology on the environment and land 
development. 
The programme outlined above 
shows that the ambitious scheme of 
work set for itself by the foundation 
over the next four years fully measures 
up to the objectives set for it. Clearly, it 
is very much a broad framework to ac-
comodate the annual programmes 
which will specify the research to be 
undertaken according to the available 
budget appropriations. 
No one should be misled by the 
very general terms in which the new 
programme is couched, nor by this out-
line of it, which can do no more than 
scratch the surface. A look behind the 
superficial appearances will reveal a will 
to take the fullest account possible of all 
facets of a society in the throes of up-
heaval, not just individual instances 
however important, and to study them, 
not in isolation but as part of an 
interdependent whole. 
Alain Coeffard 
The Foundation's four-year programme for 
1985-88, together with its preceding four-year and 
annual programmes and a list of publications, are 
available from: 
European Foundation for the Improvement of 
Living and Working Conditions 
Loughlinstown House 
Shankill 
Co. Dublin 
Ireland. 
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The Cedefop work programme 1985 
The Treaty of Rome itself charg-
ed the Commission, working with 
the Member States, to develop a 
common vocational training policy 
for the Community. Since 1975, the 
Community has been able to bene-
fit from the technical support of a 
specialist institution - the Euro-
pean Centre for the Development of 
Vocational Training (Cedefop) - in 
implementing Its agreed common 
work programme. This article first 
recalls the main features of the 
common vocational training policy, 
and then describes the support 
which Cedefop will be offering over 
the coming year. Obviously, this 
article can only give a short over-
view of the work which Cedefop is 
carrying out, but a fuller picture of 
Cedefop's activities can be ob-
tained from their annual report. 
The common vocational 
training policy 
The Community's approach to voc-
ational training policy was first set out in 
detail in the Council Decision of 2 April 
1963.' Since then it has been pro-
gressively developed in a series of fur-
ther agreements, notably the twin 
Council Resolutions of 2 June and 11 
July 1983.2 In essence the Implemen-
tation of a common Community strat-
egy in this vitally important area -
where social and economic policy meet 
- is now proceeding along three main 
axes. 
First, the preparation of young 
people for adult and working life has 
long been a top priority for the Com-
munity. It is a central element in the 
Education Action Programme adopted 
by the Council in 1976, as of the updat-
ed vocational training strategy for the 
1980s agreed in 1983. From now on, 
75% of the resources of the European 
Social Fund are to be spent on young 
people under 25. Though the greatest 
attention has been given to 15-19 year-
olds who have left school but not yet 
found stable employment, in recent 
years the Community has been broad-
ening its activities to include: 
(i) action within the period of compul-
sory schooling, for example to im-
prove educational and vocational 
guidance and to promote equality 
of opportunity for girls; 
(ii) continuing education and training, 
both for the under-25 age-group 
and indeed throughout working 
life. 
A more recent concern is with the 
impact of the new information techno-
logies upon education, training and em-
ployment. A basic framework for action 
was agreed by the Council of Ministers 
in 1983, and a major Community pro-
gramme of work is now under way. Its 
aims are to ensure that the Community 
has the human resources it needs to 
compete internationally in an age of 
rapid technological change; to open up 
appropriate education and training 
opportunities for those whose jobs 
are directly affected by technological 
change; to try to ensure that no groups 
are excluded from access to the rew 
'technological culture'; and to max-
imize the benefits which the new 
technologies can bring as teaching 
media, for example for the disabled or 
housebound. 
Thirdly, the Community maintains a 
continuing interest in promoting a fairer 
- and therefore more efficient - distri-
bution of training opportunities, in parti-
cular to help girls and women to over-
come the serious structural problems 
they confront on the labour market. The 
Community has also felt it right to safe-
guard certain basic rights for others in 
our society - such as the disabled, and 
migrant workers and their families -
who have historically been disadvan-
taged, in education, training and em-
ployment terms. 
The work of Cedefop 
In February 1975 the Council of 
Ministers approved a Regulation3 esta-
blishing the European Centre for the 
Development of Vocational Training. 
The role of Cedefop, which is located in 
Berlin, is to: 
(i) assist the Commission in encou-
raging at Community level the pro-
motion and development of voca-
tional training and continuing edu-
cation; 
(ii) compile documentation compris-
ing, among others, progress re-
ports and recent research studies 
in relevant fields; 
(iii) contribute to the further develop-
ment and coordination of research 
in relevant fields; 
(iv) foster the exchange of information 
and experience; 
(v) disseminate information and docu-
mentation; 
OJ 63/1338 of 20. 4. 1963. 
OJ C 166 of 25. 6. 1983 and C 193 of 20. 7. 
1983. 
OJ L39 of 13.2.1975. 
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Preparation of young people for working life 
(vi) encourage and support initiatives 
facilitating concerted action in solv­
ing vocational training problems. 
In fulfilling these responsibilities, 
Cedefop works in three main ways: 
(i) through a major work programme 
of studies, conferences and other 
exchanges, centred on the key 
elements of the Community's voc­
ational training policy; 
(ii) through its information and publi­
cations work; 
(iii) through its documentation and lib­
rary service. 
The main work programme 
A major theme for Cedefop's work 
in 1985 - which is International Youth 
Year - will be the preparation of young 
people for adult and working life. Cur­
rent activities in this area include a net­
work of projects linking the vocational 
training of young people directly with 
the process of job creation, and a de­
tailed investigation into the costs and fi­
nancing of youth training programmes 
in the Community. Cedefop will also be 
working with the Commission to pre­
pare a progress report for the Council 
of Ministers on the commitments to-
Copyright Paul Versele/Photo News 
wards youth training set out in the Re­
solution of 11 July 1983. 
Though top priority continues to be 
given to young people leaving school, 
especially those facing difficulties in 
entering the labour market, Cedefop 
has also been developing its work In 
the area of continuing education and 
training, following a major conference 
in 1984. It is increasingly recognized 
that, particularly because of the speed 
and scale of technological and econo­
mic change, a major role of pro­
grammes for young people is to equip 
them to enter, perhaps rather later in 
working life, courses of further training 
or education. This is one of the key is­
sues which Cedefop, as a focal point 
for reflection at Community level, and 
one in which governments, the social 
partners, the Commission, academics 
and practitioners are all involved, Is well 
able to explore. 
The impact of technological change 
is the second of the Centre's major 
preoccupations for 1985. Again, Cede­
fop is particularly well-placed to offer 
technical assistance to the Commission 
and to the Member States in this area, 
because of its frequent contacts with all 
the various interests concerned, in­
cluding both management and workers' 
representatives. During 1985, Cedefop 
will be working with the Commission 
and the Member States to develop sys­
tematic arrangements for monitoring 
technological developments and anal­
ysing their implications for the structure 
of occupations and for vocational train­
ing. As it can take several years to set 
up a new vocational training course, the 
value of trying to look ahead in this way 
Training for those whose jobs are affected by technological change Copyright Maillac/R.E.A. 
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Vocational training of people with disabilities 
is unquestionable. And as the pace of 
change varies between and within 
Member States, while the main trends 
are common to all, it obviously makes 
sense for this work to be coordinated at 
Community level. 
Thirdly, a number of Cedefop pro-
jects explore means of improving ac-
cess to vocational training for girls and 
women, and for other groups which 
have traditionally faced difficulties in 
securing vocational training opportuni-
ties. Thus Cedefop will be assisting the 
Commission in following-up the ideas 
generated on equality of opportunity for 
girls and women during a Community 
conference held during the Irish Pre-
sidency in 1984, and a workshop look-
ing at the needs of the disabled is 
planned, with Cedefop support, for 
1985. 
Cedefop is also giving a new priority 
to the vocational training of people with 
physical or mental disabilities, in sup-
port of the Commission's programme 
to promote the social integration of dis-
abled people. In June Cedefop will or-
ganize in Berlin a seminar of represen-
tatives of the social partners to discuss 
the work so far undertaken at Com-
munity level in this field, and to advise 
the Commission on priorities for Its fu-
Copyright Maillac/R.E.A. 
ture work, with particular reference to 
the contribution which the social part-
ners can make to the vocational training 
and employment of the disabled. The 
seminar will therefore also contribute to 
the orientation of Cedefop's future act-
ivity in favour of disabled people. 
A major new instrument to assist in 
the implementation of the common vo-
cational training strategy is the new 
programme for study visits for vocatio-
nal training specialists in the Commu-
nity. This programme, to be administer-
ed by Cedefop, comes into operation in 
1985. It is aimed at specialists working 
in the field, but who can serve as 'multi-
pliers' by making the results of their 
studies available within their home 
country and - through Cedefop - more 
widely in the Community. This offers an 
exciting additional dimension to Cede-
fop's existing information and publica-
tions work. 
Cedefop's information and 
publications work 
All this activity can only be of value if 
people get to hear about it. That is why 
Cedefop devotes considerable effort to 
its information and publications work. 
This is not simply a question of translat-
ing documents, though that is of course 
essential. It is also necessary to pre-
sent information from one locality so 
that it is comprehensible in other cultu-
ral, political and institutional contexts. 
Cedefop has two regular publica-
tions, its newsletter Cedefop News (4 
issues are planned for 1985) and the 
specialist journal Vocational training 
(due to appear 3 times this year). In ad-
dition there is a new periodical called 
Cedefop Flash, used for disseminating 
news about the Centre's activities rap-
idly and less formally. The scope for 
using audio-visual techniques for dis-
semination purposes Is also being ex-
amined. Furthermore, Cedefop makes 
the results of specific projects as widely 
available as possible, by publishing re-
search reports, conference proceed-
ings and so on. Last but not least, each 
year the Centre's staff respond to hun-
dreds of requests for information from 
people wishing to benefit from Cede-
fop's unique blend of expertise and ex-
perience. 
Cedefop's documentation and 
library services 
Finally, in 1985 Cedefop will be con-
tinuing to develop its arrangements for 
systematically exchanging material with 
other speclallst institutions in the Com-
munity and elsewhere, and for making 
it available to as wide a public as pos-
sible. Arrangements for the computer-
zation of the Centre's data-base are 
being studied. 
Conclusions 
1985 is the 10th anniversary of the 
foundation of the European Centre for 
the Development of Vocational Train-
ing. During these years the centre has 
had to respond to dramatic and often 
rapid change - the explosion in unem-
ployment, notably amongst young 
people; the universal application of the 
new information and communications 
technologies in industry and com-
merce, and the public services; and the 
progressive enlargement of the Com-
munity, to name but three. 
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The Centre has developed a unique 
role, grounded in its experience and 
expertise, which enables it to offer in-
valuable technical assistance to the 
Commission and to the Member States 
In developing appropriate policy re-
sponses to the problems and the op-
portunities which the Community faces 
in the late 20th century. 1985 looks like 
being yet another busy and productive 
year for our Berlin colleagues, who can 
be contacted at: 
Cedefop 
Bundesallee 22 
D-1000 Berlin 15 
(letters to be addressed to Dr Ernst 
Piehl, Director). 
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Evaluation of health care 
In late November 1984, Ministers for Health met to 
discuss cooperation at Community level on health-re-
lated problems, and within this broad framework con-
sidered the problem of cost-containment in the provi-
sion and organization of health services. As a basis 
for this the Commission, following a request of the 
Council, had prepared a working paper.1 
The focus of this paper was not a comparison of 
expenditure in Member States but rather a discus-
sion of efficiency and effectiveness In health care. 
This approach recognized the fact that levels of ex-
penditure vary considerably between Member States 
and that this variation is not the main problem. Cur-
rently the problem concerning all Member States, 
and indeed all countries throughout the world, is to 
obtain better value for the money expended. This is 
essentially a matter of evaluating the use of resour-
ces and what is obtained in health and social terms 
for the money spent. 
Evaluation 
In the past any evaluation of health 
services generally relied on intuition 
and subjective assessments of whether 
a programme was useful. Health pro-
fessionals, it was assumed, knew if 
they were achieving their objectives 
and success was often considered self-
evident because some individuals were 
apparently cured. Most medical fields, 
however, have become increasingly 
numerate in recent years and quantita-
tive methods have taken the place of 
subjective or intuitive judgements. 
Formai evaluation of health care has 
largely developed over the last 30 
years. One of the main factors which 
has stimulated the move towards this 
has been the growing awareness that 
resources available for health care are 
limited. In order, therefore, to provide 
the best services within financial con-
straints it has become necessary to as-
sess how resources are being expend-
ed. Interest in evaluation has also been 
promoted because a wide variety of 
groups are concerned with determining 
the objectives of health care. The 
planning of health-care services now 
involves consumers and politicians as 
well as health professionals. 
It is now more widely appreciated 
that simply building hospitals or health 
centres does not constitute a health 
service. A health service requires ap-
propriately trained staff to perform 
specific tasks, usually working as a 
team in order to meet agreed object-
ives. In many countries it is now com-
mon to have health-care teams provid-
ing care for specific groups such as 
young children. Even in sophisticated 
hospitals it is important to build up team 
relationships between, for example, 
nurses, physiotherapists and doctors in 
order to achieve good results. Thus, 
the complexity of the health service has 
increased immeasurably In recent 
years. 
The present emphasis on evaluation 
is also due in part to a spill-over from 
other fields. Operations research, a 
method of modelling a series of diffe-
rent procedures and then attempting to 
determine the optimum way to deploy 
them has been increasingly applied 
since the 1930s. 
More recently, management sci-
ence, concerned with determining how 
resources could be best expended, has 
come into its own. Programme budget-
ing has been attempted by various gov-
ernments and involves allocating por-
tions of a fixed budget and analysing 
whether there is an appropriate distri-
bution of funds to achieve the aims of 
the scheme. 
Efficiency and 
effectiveness 
Evaluation is based mainly on ratio-
nal thinking and on measurable data. It 
is not initiated to prove a particular point 
of view but with the aim of improving a 
particular activity. If evaluation is isolat-
ed from decision making it is meaning-
less and there Is little value in undertak-
ing evaluation if the findings are not fed 
back into the management process. 
Unfortunately decisions on new devel-
opments for health services are often 
initiated on emotional or political 
grounds without careful consideration 
of the consequences. 
Evaluation studies are often neg-
lected by health-services planners for a 
variety of reasons. First new pro-
grammes are initiated with an optimistic 
view that change inevitably leads to im-
provement. It is profoundly disappoint-
ing to be shown that a new form of 
treatment or management is actually no 
better than older procedures. The 
length of time required to obtain results 
has been cited as a factor against eva-
luation. Programmes may be so far ad-
vanced that any evaluation presenting a 
negative finding is ignored because 
commitment in terms of resources is al-
ready large and difficult to reverse. The 
programme may also have acquired a 
momentum of its own and the time tak-
en to evaluate may be considered 
counter-productive. 
Furthermore, evaluation In health-
care programmes is more difficult than 
for other programmes. This stems part-
ly from the confusion which surrounds 
the basic concepts. There are a number 
of different interpretations but two main 
views emerge. The first emphasizes 
the ability to achieve results (outcome) 
as the primary concern of evaluation 
and concentrates on assessing the ef-
fects or impact of a programme. It Is 
concerned mainly with success or fail-
ure and tests the ability of a particular 
strategy to produce an effect. The sec-
ond is concerned with the process and 
aims to provide information on its func-
tioning. The concepts of process and 
outcome can also be considered in 
terms of efficiency and effectiveness. 
1 Cost-containment In the provision and organi-
zation of health services. Working Paper of the 
Commission (COM (84) 1652 final). 
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Thus one of the principal questions 
in any evaluation is the effectiveness of 
the care provided as measured in dis-
ease terms. At its simplest this ques-
tions whether the outcome of a particu-
lar form of care is better, the same or 
worse than an available alternative. 
However, it is also necessary to focus 
on other issues since the more effec-
tive regimen of care may be less ac-
ceptable to the patient, family, com-
munity, or health professionals. Clearly 
these 'secondary' issues are of lesser 
importance if the clinical effectiveness 
of one regimen is much greater than 
any other, but if the difference is small 
then choice may well be materially in-
fluenced, even determined, by such 
considerations. The other principal 
question is the efficiency of the process 
involved and this is most often ex-
pressed finally In terms of cost. 
Social concepts 
It Is important for evaluation that ob-
jectives should be defined, the 
achievement of which can be measur-
ed by hard data. Some social scientists, 
however, dismiss this as being relative-
ly unimportant and believe that eva-
luation should constitute an open-end-
ed inquiry of a socio-anthropological 
nature. Furthermore they state that 
measurements and statistical data can 
only provide information on those parts 
of the programme which are measure-
able and that the most important fea-
tures of a service, such as the quality of 
life, are difficult to measure. This point 
of view must be taken into consid-
eration because, whilst not applying in 
all cases, it is relevant in certain cases. 
No evaluation, however, is free of 
some subjective judgement. Objectivity 
is defined within the limits of the priorit-
ies set by, and the perception of, the 
evaluator. Decisions with regard to 
which information should be collected, 
the choice of samples, the selection of 
criteria, the relative weighting, and the 
methods of statistical treatment and 
presentation of results all involve value 
judgements. For successful evaluation, 
these judgements must be made ex-
plicit. The selection of criteria must be 
on as rational a basis as possible and 
data collected from the most appro-
priate available sources. 
Clearly evaluation is not an easy 
task to undertake. It is often further 
complicated by the moral obligation to 
maintain the individual's privacy and 
the confidentiality of personal' records. 
In certain circumstances evaluation 
may have harmful effects as for exam-
ple when it induces health professlo-
When resources are restricted, it is important to try and find out whether a particular programme or procedure really achieves the claimed objectives 
Copyright Maillac/R.E.A. 
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nais to be over protective or to collect 
more Information and supply more 
treatment than is necessan/. The pro-
cess of evaluation may also actually in-
fluence the outcome of a programme, 
through, for example, the Hawthorne 
effect. 
However it is also clear that evalu-
ation is essential to health services. In 
times of need, or when resources are 
restricted, it is even more important to 
try to find out whether a particular pro-
gramme or procedure is of any use. 
Even when resources are plentiful it is 
important to determine whether a 
particular procedure or programme is 
efficient and effective and really achiev-
es the claimed objectives. Only when 
adequate forms of evaluation are intro-
duced into all health services will it be 
possible to develop more rational 
health-service structures and more ap-
propriate forms of providing health care 
to populations. 
Conclusions 
The ideas expressed here are re-
flections from a book entitled Evalu-
ation of Health Care' sponsored by the 
Commission and published in 1983.1 
The discussion of the Ministers for 
Health was very positive and they 
agreed upon the importance of continu-
ing the exchange of views in areas rela-
tive to manpower resources, compara-
tive treatment costs and health mea-
surement. 
The Community can best be consid-
ered as having 10 different systems of 
health services provision. Some simila-
rities exist but these are small In com-
parison to the differences. What is 
common to the majority, if not all, is a 
concern to control costs in such a way 
as to improve the return on expenditure 
and thereby improve the service to pat-
ients. Formal or objective evaluation is 
the prerequisite for this. 
Evaluation of Health Care, ed. Holland, 
Oxford University Press, Oxford 1983. 
W. W. 
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Social security for migrant workers: sickness 
benefits and renal dialysis 
A decision recently adopted by 
the Administrative Commission of 
the European Communities on so-
cial security for migrant workers 
should assist persons who suffer 
from a condition requiring regular 
and continual renal dialysis, to 
move more freely around the Com-
munity. 
In the language of the social secur-
ity regulations which govern the appli-
cation of social security sickness bene-
fit schemes, and hence entitlement to 
medical treatment, to employed and 
self-employed persons and members 
of their families who move within the 
Community, such persons who make 
prior arrangements to obtain short-term 
renal dialysis treatment during a stay in 
another Member State, are to be treat-
ed as persons whose condition nec-
cessitat.es immediate benefits during 
that stay. 
What consequences does this have 
In practice for employed or self-em-
ployed persons or members of their fa-
milies in the Community, who suffer 
from a condition requiring regular renal 
dialysis? 
The EEC Regulations referred to 
above, Regulations (EEC) Nos 1408/71 
and 574/72, (see Social Europe Spec-
ial Issue 1983, p. 33), contain provi-
sions which govern the application of 
the social security sickness benefit 
schemes of the Member States of the 
Community according to whether a 
person both works and resides in one 
Member State, given that a person is to 
be covered by the sickness benefit 
scheme of the Member State in which 
he or she resides, although the ultimate 
cost of any medical treatment provided 
will be borne by the Member State in 
which a person is insured. 
By 'being covered' is meant that a 
person can apply for and obtain health 
services in accordance with the system 
prevailing in the Member State in which 
he or she lives. 
When persons go to stay for a rela-
tively short period in a Member State in 
which they neither live nor work, for ex-
ample, on holiday, the regulations pro-
vide that they should be entitled to any 
urgent medical treatment that they may 
require during that period, to be provid-
ed without question by the Member 
State in which they are currently stay-
ing. In orderto facilitate the operation of 
such an arrangement, persons must 
obtain a completed Form E111 from 
their social security institution before 
leaving their country of residence. 
Crucial to the position of persons 
requiring renal dialysis, ¡n the availabi-
lity of this arrangement, is that in order 
to come within the scope of this provi-
sion, the person concerned should be 
suffering from a condition necessitating 
immediate benefits; in other words, re-
quiring emergency medical treatment. 
A person requiring renal dialysis might 
be thought to easily meet this condi-
tion; yet when read in conjunction with 
other provisions in the regulation 
dealing with sickness benefits, it be-
comes clear that when a person goes 
to another Member State already suf-
fering from a condition requiring med-
ical attention, and makes calls upon the 
medical services of that State, a pre-
sumption operates to the effect that, 
notwithstanding the issue of a Form 
E111, such persons are presumed to 
have gone to that Member State spec-
ifically to seek medical treatment. As 
such a course of action requires the 
prior authorization of the social security 
institution of the Member State ulti-
mately responsible for the costs of that 
treatment, the consequences for the 
person concerned can be financially 
damaging as he or she may find them-
selves responsible for all the medical 
charges incurred. 
As a consequence of these provi-
sions, persons requiring regular renal 
dialysis would have been well-advised 
to obtain prior authorization even for a 
relatively short-term arrangement for 
the provision of dialysis during a stay 
abroad. 
This arrangement was seen to ope-
rate unfairly in the case of persons suf-
fering from this type of condition. Fur-
thermore such persons should not 
have their freedom of movement im-
peded by unreasonable obstacles and 
should, a fortiori be encouraged to 
make proper arrangements to receive 
dialysis abroad, prior to departure, and 
not be penalized for so doing. 
The Administrative Commission ex-
amined the possibility of permitting the 
latter type of arrangement to be never-
theless treated as the provision of ur-
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gent medical treatment, thereby includ-
ing it within the scope of the procedural 
and administrative system of which the 
issue of the Form E111 forms a part. 
On 24 February 1984 the Adminis-
trative Commission adopted Decision 
No 123' which expresses the intention 
of the Member States of the Commu-
nity to treat the provision of renal dialy-
sis treatment to an employed or self-
employed person, or a member of his 
or her family, during a stay in a Member 
State, as the provision of immediately 
necessary treatment, not-withstanding 
the existence of prior arrangements 
made to ensure the availability of such 
treatment, provided that the dialysis is 
required as part of a pre-existing and 
continuing course of dialysis, and that 
the stay in that Member State is for oth-
er than medical reasons. 
Persons who suffer from a condition 
requiring this form of treatment on a 
continual and regular basis, and who 
arrange through their local dialysis cen-
tre, or otherwise as the case may be, to 
receive short-term dialysis during a 
stay in another Member State, may, 
where the stay is being undertaken for 
reasons other than medical, now travel 
with no more than the Form E111 is-
sued by the appropriate social security 
institution in the same way as any other 
person. 
Member States have instituted ar-
rangements to facilitate the application 
for such short-term dialysis in another 
Member State, which include the avai-
lability of lists of renal dialysis centres in 
other Member States, and standard ap-
plication forms. These arrangements 
may be administered by the local dialy-
sis centre Itself, or by the social secur-
ity institution responsible for adminis-
tering the sickness benefit scheme of 
the Member State concerned. 
Kathleen F. Lee 
OJ C 203 of 2. 8. 1984; p. 13. 
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Educating migrant workers' children 
The Commission has long 
played an active part in promoting 
the education and training of mi-
grant workers' children. Starting 
with a brief overview of the Com-
munity instruments and measures 
available to it, this article reviews 
the Commission's activities in this 
field with a summary of projects 
currently under way. 
Community instruments 1- Reception teaching 
In February 1984, the Commission 
forwarded to both Council and Parlia-
ment its first progress report' on the 
implementation of Directive 77/486 
(education of migrant workers' 
children).2 Concurrently with that, it 
entered into an exchange of letters with 
the Member States aimed at clarifying 
aspects of the directive's implementa-
tion which it felt to be uncertain or in-
complete. This first report covered the 
1980/82 school years; the second will 
take the 1984/85 school year as Its re-
ference year. The Ministers for Social 
Affairs have discussed their position on 
the Commission report at their June 
1985 meeting. 
Action programme 
for migrant workers 
and their families 
On 1 March 1985 the Commission 
addressed a Communication to the 
Council concerning a Community poli-
cy on migration.3 This will lead to fresh 
proposals to the Council both to further 
ease the free movement of workers 
within the Community and to assist 
workers and their families from non-
Community countries to assimilate 
more easily into Community society. 
Action programme in the 
field of education 
Pilot schemes concerned 
with the education of 
migrant workers' children 
In April 1984, the Commission re-
ported to the Council" on the progress 
of the pilot schemes launched in 1976 
in response to the Resolution of the 
Council and the Ministers for Education 
meeting within the Council of 9. 2. 
1976. The Ministers for Education 
adopted the principal conclusions of 
the report at their meeting of 4 June 
1984. 
The pilot schemes currently under 
way can be grouped into five broad 
categories. 
In October 1984 a pilot scheme was 
set up with the assistance of the Bel-
gian Minister for Education (Dutch 
language) to provide reception facilities 
for immigrant children in the Dutch-
speaking schools of Brussels with 
simultaneous teaching of French and 
their mother tongue. This programme 
of trilingual education responds to the 
practical needs of immigrants in a city 
where a knowledge of the national lan-
guages is an essential requirement of 
working life. 
2. Educational reintegration 
The Commission is laying the foun-
dations of a pilot scheme in Greece 
aimed at developing educational struc-
tures and methods to assist the chil-
dren of returning Greek families to rein-
tegrate into Greek schools. Three ob-
jectives have already been set: to im-
prove the children's knowledge of 
Greek, to adapt their existing body of 
knowledge to the curricula of Greek 
maintained schools, and to continue 
tuition in the language of the country of 
emigration. 
3. Teaching the mother 
tongue and culture 
The pilot schemes over the period 
1976 to 1982 centred on the teaching 
of the mother tongue and culture in 
primary schools. It was seen as essen-
tial to assure that this teaching continu-
ed, and that its status, teaching meth-
ods and content were consolidated in 
secondary education. These goals are 
to be achieved with the help of five dif-
ferent experimental schemes, each 
with its own specific aims. 
In Belgian Limburg, a scheme cov-
ering both general and technical sec-
ondary schools will permit examination 
of the problems of assuring continuity 
from primary to secondary education. 
COM (84) 54 final. 
OJ L 199 of 6. 8. 1977. 
COM (85) 48 final. 
COM (84) 244 final. 
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Teaching the language of the host country Copyright Deville/Photo News 
A scheme in Copenhagen deals 
with the educational and vocational 
guidance of ethnic minority children in 
the final three years of the 'Folkeskole' 
(primary/lower secondary school). 
Mother tongue teachers provide an es-
sential bridge with the family in guiding 
the choices of immigrant children. 
A broad-scale scheme is under way 
in the Dutch lower secondary vocation-
al education (LBO) sector in Amster-
dam, pursuing two aims simultaneous-
ly: to improve access to vocational edu-
cation for children of non-Dutch origin, 
particularly by rewriting the teaching 
materials for general and specialized 
technical training; and to gauge the im-
portance of the mother tongue in voca-
tional education. 
The pilot scheme being carried out 
in lower secondary schools by the Bel-
gian Ministry of Education (French 
language) is combined with remedial 
teaching of French and cross-cultural 
courses aimed at all pupils. 
In the United Kingdom, a number of 
education authorities have decided to 
run courses in teaching the mother 
tongue and culture to Italian, Urdu and 
Punjabi speaking immigrant children. 
These foreign languages form part of 
the normal curriculum. 
4. Production of teaching 
materials 
The project to develop teaching aids 
for Italian primary school pupils in 
France, French-speaking Belgium and 
Luxembourg is nearing completion. 
Book 1 of TRA NOI was ratified during 
the 1983/84 school year; Book 2 was 
published in autumn 1984 and Books 3 
and 4 are in preparation. In addition to 
school textbooks, the Istituto della En-
ciclopedia Italiana, which is heading the 
project, is also producing an accomoa-
nying teacher's guide, games for class-
room activities and progress testing, 
source sheets for pupils and teachers, 
and audiovisual cassettes on ethnic 
culture. 
Parallel with this, a working party 
was set up to develop an approach to 
teaching the Italian language and cul-
ture throughout the 10 years of com-
pulsory schooling in the Federal Re-
public of Germany. A similar project 
based on the language needs and at-
tainments of Greek pupils in German 
schools was launched jointly with the 
Greek and German educational author-
ities. The Greek Government is to set 
up a national institute to develop learn-
ing packages for Greek children 
overseas. 
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The Paris/Batignolles teacher-train-
ing college and the University of Lon-
don's music department have combin-
ed to run a cross-cultural music edu-
cation project. They will be producing a 
series of cassettes aimed at the 3 to 9 
age-group, containing recordings of 
songs, music and dances from the reg-
ions of Europe and ethnic minority 
groups in the Community. The project 
will be one of the Community's leading 
contributions to International Music 
Year. A teacher's handbook will accom-
pany the cassettes for teachers who 
are not musicians. 
The project to devolop learning mat-
erials for teaching the Turkish language 
and culture to secondary school pupils 
in Germany, run by the Berlin Ministry 
of Education with support from the 
Federal German Government and the 
European Commission, is also flour-
ishing. The first books in the series are 
already in use. Book 7 (for children in 
the 7th grade), accompanied by a full 
German translation has been published 
recently to widespread acclaim. Books 
8 and 9 are in preparation. 
5. Diffusion of teaching 
materials and information; 
teacher training 
The Linguistic Minorities Project run 
under the auspices of the United King-
dom's Ministry of Education has played 
a central role in making the educational 
world more aware of the multi-cultural, 
linguistically varied makeup of the 
school population in the country's large 
towns and cities. The Commission has 
been associated with this project 
through the medium of the London 
Institute of Education (LINC). 
In eight of France's district educa-
tional areas, the Ministry of Education 
has set up a pilot scheme in cross-cul-
tural training for nursery and primary 
school teachers with ethnic minority 
and gipsy children in their classes. The 
experiment has pointed up the effec-
tiveness and desirability of continuous 
training for both French and foreign 
educators. 
6. Comparative assessment 
Stage two of the comparative as-
sessment study conducted jointly by 
the ALFA group (the Universities of 
Essen and Landau) and CREDIF (Cen-
tre de Recherche et d'Etude pour la 
Diffusion du Français — Centre for re-
search and studies for dissemination of 
the French language) came to end In 
1984. The reports covering the period 
1980 to 1983 are available to research 
and teacher training establishments on 
request. Stage three of the assessment 
study will cover the school years 1984 
to 1987. 
Lucien Jacoby 
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Employment and unemployment in the 
Community: some brief facts and trends 
Employment in the Community 
has been a major casualty of the 
low growth in the European econ­
omy over the last 10 years and has 
suffered particularly in the reces­
sion of the early 1980s. From a level 
of over 108 million in 1973 it fell dur­
ing the recession following the first 
oil price shock but recovered dur­
ing the later years of the 1970s to 
reach a peak of 110 million in 1980. 
Since then it has declined to an 
estimated 106 million in 1984 - al­
most down to its level of 1968. 
At the same time, the labour force 
was expanding by an average of 0.6% 
a year throughout the 1970s, in parallel 
with the expansion in the population of 
working age. In the early 1980s how­
ever, their paths began to diverge as 
the participation rate declined and the 
growth of the labour force slowed (to 
0.2% in 1983 and 0.4% in 1984). It has 
been estimated that in the absence of 
this slowdown, the 1984 labour force 
would have been larger by about 2 mil­
lion workers. 
Despite the failure of Europe to 
create net new employment over the 
last 10-15 years, the labour market is 
not static and a number of structural 
changes in employment and the labour 
force have been taking place. 
One notable feature has been the 
changing role of women on the labour 
market. The last 20 years have seen a 
slow but steady rise in the proportion of 
women of working age who are working 
or actively seeking work (female parti­
cipation rate). This has risen from just 
over 44% in 1970 to nearly 50% in 
1984. Female employment has risen 
both in absolute terms and as a propor­
tion of total employment, from 37 mil­
lion (34%) in 1973 to 40 million (38%) 
in 1984. By the same token, male em­
ployment has fallen sharply (Table 1). 
Evidence from the Labour Force Sam­
ple Surveys suggests that a large pro­
portion of this additional female em­
ployment is part-time work, particularly 
among married women. In the Com­
munity, results for the 1983 survey in­
dicate that 27% of working women are 
in part-time jobs, as many as 44% in 
Denmark, 41% in the United Kingdom, 
down to 9% in Italy. 
The Implications of the decline in 
the level of employment in Europe can 
be deduced from a comparison of: 
(a) the activity-rate, which indicates 
broadly that proportion of the work­
ing-age population which is either 
working or seeking employment, 
and 
(b)the employment-population ratio, 
which indicates that proportion of 
the working-age population which 
actually has a job. 
In 1973, the employment-popula­
tion ratio was nearly 65% and the 
overall activity rate was 66.5% (the un­
employment rate at the time, although 
not measured on exactly the same bas­
is, was 2.5%). By 1984, the employ-
Table 1: Employment in the Community 
1973 1984 
Total employment (million) 
of which: males 
females 
Share In labour force (%) M 
F 
Activity rate2 (%) Τ 
M 
F 
Employment-population ratio3 (%) Total 
108 
71 
37 
66 
34 
66.5 
88.5 
45.5 
106 
66 
40 
62 
38 
64.5 
80.2 
49.5 
64.5 57.0 
Sources: Eurostat, OECD. Commission Services for 1984. 
1 Estimate. 
2 Labour force as a proportion of the population aged 15-64 of the same sex. 
3 Total employment as a proportion of the total population aged 15-64. 
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ment-population ratio had fallen to 57% 
and the activity ratio to 64.5%. If, in the 
Community, the employment-popula-
tion ratio had been maintained at 65%, 
total employment would have been 
nearly 12 million higher. In broad terms, 
this represents the true loss of jobs in 
the Community over the last 10 years, 
and Is, coincidentally, very close to the 
volume of unemployment at the be-
ginning of 1985, at 13.7 million. The fall 
In the activity rate of 2 percentage 
points over the period, is the result of a 
combination of factors including not on-
ly employment policy measures to re-
move various groups from the labour 
market, but also the effect of discour-
agement as people do not attempt to 
look for work which they do not believe 
is available. Had this not been the case, 
the level of unemployment in the Com-
munity would have been considerably 
higher than its current 13.7 million. 
The trends in sectoral employment 
in the Community have also followed a 
progressive trend. 
As can be seen from the table, the 
secular decline in agricultural employ-
ment has continued, although this has 
been at a slower pace than in the 
1960s and early 1970s as the numbers 
remaining in agricultural employment 
reached relatively low levels, and as the 
number of alternative jobs in industry 
and services have been cut back or fail-
ed to appear as a result of the reces-
sion. Nevertheless, the drift of employ-
ment from both agriculture and industry 
into services continued, albeit at a 
somewhat slower pace In the last five 
years. The majority of the employment 
losses in industry have been from 
manufacturing industry, a trend which 
has now been continuing for some 25 
years, the volume of employment In 
energy Industries and construction -
which make up the rest of industrial 
employment - remaining relatively sta-
ble. Among the services sectors, the 
big gains have been In finance and in-
surance and in Community services, 
which includes public sector employ-
ment. Trades, restaurants and hotels 
have risen slightly in most countries, 
but transport and communications have 
Table 2: Sectoral employment trends 
Agriculture 
Industry 
Services 
Source: Eurostat 
' Estimate. 
Commission 
1973 
Number 
(000) 
Share 
10.531 
44.072 
53.912 
Services for 1984. 
10% 
40% 
50% 
1984 1 
Number Share 
7.000 
36.100 
63.700 
6% 
34% 
60% 
% * * * 
The majority ob job losses in industry were mainly in manufacturing Copyright Rudman/R.E.A. 
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shown mixed results, although no 
country has registered big movements 
in this sector. 
The virtual stagnation of employ­
ment growth over the last few years 
largely explains the present high and 
still rising level of unemployment, but 
some of the effects on different sectors 
of the labour market are not so appa­
rent. In the Community, the unemploy­
ment rate in January 1985 was 11.8%. 
Among the Member States, 7 now have 
unemployment rates above 11%, 
reaching as high as 18.0% in Ireland. 
One country has an unemployment rate 
just below 10%, and two, for statistical 
reasons which affect their figures, have 
extremely low rates. After some 
months during which the rise in unem­
ployment in the Community had begun 
to slow down, the rise in January 1985 
could not be explained solely by the 
severe weather, as the seasonally-
adjusted figures have risen markedly in 
several countries again. 
In the Community as a whole, the 
unemployment rate for women is 
higher than for men, at 12.5% com­
pared with 11.3%, although total male 
unemployment, at 8.0 million, is some 
50% higher than female unemploy­
ment (5.6 million) since the male labour 
force is larger than that for females. 
The female unemployment rate and 
share of women in total unemployment 
varies widely between different Mem­
ber States, mainly as a result of diffe­
rent institutional factors which encour­
age or discourage women from regis­
tering as unemployed. Five Member 
States have a share which is consider­
ably above the Community average 
(41%), in a range from 46%-54%, 
two have a share just below, and three 
have a female share well below 
(25% - 33%), while female unemploy­
ment rates range from 2.6% to 20.4%. 
The youth unemployment rate In the 
Community is almost twice that of total 
unemployment, and about 3 times that 
of adults.1 In January 1985, 37.4% of 
total registered unemployment was of 
young people aged between 15 and 24 
years. Although this represents a fall of 
some 3 percentage points since Sep­
tember 1984, a month when unemploy­
ment is usually highest among young 
people, it is virtually unchanged since 
January 1984, when it was 37.5%. This 
indicates that the youth unemployment 
problem is just as acute now as it was 
when the Commission presented its 
Communication on the Promotion of 
Employment for Young People 
(Com(83) 211 final) in April 1983, and 
demonstrates the lack of impact which 
special employment measures, aimed 
at combatting youth unemployment 
have so far had. The ent of the 'baby-
boom' effect in the early 1980s will re­
duce the number of new entrants to the 
labour market, but the youth employ­
ment problem will not disappear. This 
large cohort of unemployed people with 
little or no real work-experience will 
simply move up the age-groups over 
time. The very low figures for youth un­
employment for some Member States 
are a reflection of the wide disparities in 
the practices for counting unemployed 
young people. In some countries first-
time job seekers are not counted as un­
employed, while in others, young 
people participating in training sche­
mes or special employment measures 
are excluded. 
As pointed out in the Commission 
communication on action to combat 
long-term unemployment (Com(84) 
484 final), there are over 4 million 
people in the Community who have 
been unemployed for more than one 
year, and the problem is worsening. It 
was estimated that in October 1984 
39% of the total unemployed had been 
unemployed for more than one year, 
and 21% for more than two years. 
These figures are certainly much higher 
now, since an increasing proportion 
of workers now risk remaining unem-
Table 3: Registered unemployment in the Community 
January 1985 (not seasonally adjusted) 
Total unemployment 
rate % 
Female unemployment 
rate 
Share of young people 
in total unemployment 
Share of long-term 
unemployed in total2 
(15-24) 
Β 
15.0 
20.4 
34.6 
58.9 
DK 
11.0 
12.3 
25.2 
5.9 
D 
9.7 
9.9 
24.6' 
32.8 
F 
11.2 
13.1 
39.5 
26.9 
GR 
3.0 
3.3 
IRL 
18.1 
15.2 
31.0 
40.9 
I 
13.7 
18.8 
47.9 
46.4 
L 
1.9 
2.6 
47.1 
NL 
14.1 
13.2 
37.7 
54.2 
UK 
12.6 
9.7 
38.5 
39.6 
EC 
11.8 
12.5 
37.4 
38.8 
Source: Eurostat 
' December 1984. 
1 Unemployed for more than 12 months, October 1984. 
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ployed for a long time by the fact of estimated to exceed 10 million a year, buoyant, flexible labour market able to 
becoming unemployed at all. Although this is far below the level of labour turn- adapt to changing demands. 
job placements in the Community are over which would be consistent with a . Λ . 
1 r ' Andrew Chapman 
Data from the 1983 Labour Force Sample Sur­
vey updated for April 1984 gives the following 
unemployment rates: 
Under 25 years - 20.8 % 
Over 25 years - 6.7 % 
Total - 9.4 % 
References - Eurostat statistics: 
- Unemployment, monthly bulletin 2-1985, 
- Employment and Unemployment 4-1984, 
- Employment and Unemployment, Yearbook 
1985, 
- Labour Force Sample Survey 1983, Publica­
tion 1985. 
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Choosing an occupation: necessity and 
illusions 
'No less intelligence is required 
to learn to ply a needle than to 
learn physics' 
Poulain de la Barre, 'De l'éga-
lité des deux sexes', 1673. 
Widening the scope of women's 
occupational choice 
The phenomenon by which jobs 
are sex-stereotyped into 'typically 
masculine' and 'typically feminine' 
occupations, and the need to broa-
den the avenues of choice open to 
women, have been dealt with in 
previous articles of Social Europe. 
The gist was that, despite the 
wide variety (and in some cases, 
sharp contrasts) in the overall pic-
ture of the female workforce 
throughout the Community, certain 
patterns could be identified. 
1. In almost every Member State, the 
total women's labour force 
participation rate has risen fairly 
consistently over the past decade, 
leading many observers to talk in 
terms of an irreversible trend. 
2. This apparently positive quantitative 
advance was not accompanied by 
diversification of the type of work 
done, nor in the sectors of industry 
in which women are employed. The 
labour market remains massively 
segregated in two ways: 
Vertical segregation: women are 
largely confined to middle-grade, semi 
or low-skilled jobs. 
Horizontal segregation: they are 
traditionally employed in a limited num-
ber of industries or areas of economic 
activity (principally the service trades, 
but also the textile and clothing in-
dustries) or occupational orders (sales-
woman, secretary, caregiver, clerical 
employee . . .). 
This sex-segregation is itself a vehi-
cle of economic sex differentials ad-
verse to women (pay, type of work, 
working hours, employment contract, 
etc. . .) and also of the assumption by 
men and women of traditional gender 
roles in their family and working lives. 
But far from gradually withering away, It 
has fed off the economic crisis to re-
appear with renewed vigour in every 
branch of economic life and every oc-
cupational order with a promising future 
as a job-growth area, and where the ra-
pid pace of technological advance is 
likely to cast the less qualified, less ca-
reer-attached, less accommodating 
woman by the wayside. 
The struggle Is taking place in both 
the new and traditional occupational 
'niches', where the possibility that 
anachronistic preconceptions will be 
reinforced is no longer in any doubt. 
Women are traditionally employed In a limited number of industries Copyright Maillac/R.E.A. 
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Regulatory action and 
positive actions1 
The only way to nip this resurgence in 
the bud, and stop the emergence of 
new forms of sex-stereotyping before 
they start, is through a two-tier policy: 
(i) firstly, through statutory guaran-
tees of equal access to all forms of 
employment and occupational 
training; 
(ii) secondly, experience having 
shown that sexual discrimination 
simply cannot be legislated out of 
existence, a strategy of actions 
must be evolved to encourage wo-
men to aim at all fields of expertise, 
all occupational orders and all 
levels of qualification, to broaden 
their horizons, and to develop their 
full potential. 
The Commission has already laid 
the first stones for both. Article 4 of Dir-
ective 76/207/EEC of 9. 2.1976 on the 
implementation of the principle of equal 
treatment for men and women, con-
cerning access to employment, 
vocational training and working condi-
tions2 makes free access to all forms of 
employment and training without discri-
mination on the grounds of sex a man-
datory obligation. 
The Council Recommendation of 
13.12.1984 concerning the promotion 
of positive action in favour of women3 
aims, inter alia, to encourage women to 
increase the rate of their labour force 
participation in those areas of working 
life in which women have so far been 
under-represented, particularly in the 
emerging technologies, and at all high-
er levels of functional responsibility.4 
One of the areas particularly singled out 
as a target for action was that of wide-
ning occupational choice. 
Pending Council approval of the 
final version of the recommendation, 
the Commission decided to press for-
ward with a range of actions based on 
the New Community Action Pro-
gramme on the promotion of equal op-
portunities for women (1982 - 85)5 par-
ticularly guidelines B10 (entry into 
working life) and B11 (increasing occu-
pational choice). 
Stereotypes In the choice of careers for girls 
One of the most constructive steps 
has been the setting-up of a network of 
equality reporters in the fields of edu-
cation and training. The group has al-
ready submitted a synoptic report sum-
marizing the information provided by 
national independent experts on the 
situation in their own Member States. 
Copyright Maillac/R.E.A. 
The concept covers all forms of action aimed at 
redressing all the inequalities encountered by 
women in their daily working lives. 
OJ L39of 14. 2. 1976, p. 40. 
OJ L331 of 19. 12. 1984, p. 34. 
Council Resolution of 7. 6. 1984 concerning ac-
tions to combat womens' unemployment takes 
the same stand (OJ C 161 of 21.6. 1984, p. 4). 
COM (81) 758 final. 
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Its principal task during its first year 
of life was to study national educational 
systems at all levels, together with oc-
cupational guidance and counselling 
services, and post-school vocational 
training systems in order to pinpoint the 
stages at which sex-discriminatory be-
haviour starts to emerge. They were 
then asked to study in more detail po-
tential ways of 'unjamming' certain situ-
ations which were locked into a pattern 
of inexorably compounding the same 
old stereotypes in the choice of careers 
for girls and boys, with a view to putting 
forward practical proposals for change. 
In the light of their findings, they 
were also asked to design a proposed 
scheme for positive action either within 
the school system, or more directly 
linked to assisting adult women with 
finding a job. 
Before looking at their proposals in 
detail, however, it might be useful to 
take a brief look at their findings about 
discriminatory behaviour in the various 
levels of the educational system. 
A. The findings 
A number of common threads were 
found running through the edu-
cation and training of young girls In 
all countries, irrespective of national 
differences in teaching institutions, 
methods or the ways of compiling 
statistics. 
The mere fact that sex-differentials 
were found in the numbers of girls 
guided towards, and achieving suc-
cess in, certain occupational orders 
indicated that the causes lay less in 
their 'nature' or 'innate abilities' than 
in the cultural and institutional envi-
ronment responsible for placing 
constraints on their choice. 
Some attempt, therefore, must be 
made to act on that environment, on 
all ages, on all the actors on the 
economic stage, on the teaching 
methods used, and on the educa-
tional structures themselves. 
Investment in education is more 
likely to be productive the younger 
the age-group it is directed at, pro-
vided it is persevered with con-
scientiously throughout the girls' 
entire educational life right through 
to the market outcome. 
The kind of situations experienced 
by very young children in pre-
primary education, and the content 
of the elementary education to 
which they are exposed in primary 
schools, will have a profound effect 
on their subsequent choice of occu-
pational training and career.' The 
role models presented in school 
textbooks, which conform to tradi-
tional occupational stereotypes and 
make no reference to equality of op-
portunity, engenderan over-simpli-
fied concept of what is clearly ap-
propriate for each sex. 
Early stereotypical beliefs are fur-
ther reinforced at secondary school, 
where there is often no opportunity 
given to change direction mid-
stream. The distinction between the 
easy, 'soft' options and the 'worth-
while', useful subjects operates to 
the clear disadvantage of girls who 
are not made sufficiently aware of 
the full implications of the choice 
they have made. They enjoy much 
wider freedom of choice in the sub-
jects they study, not being subject 
to the imperatives that boys must 
ensure a rate of return on their edu-
cation. 
The tendency to channel girls into 
stereotyped occupational options as 
early as the end of junior school 
must be rooted out. The only way to 
counterbalance the weight of tradi-
tion, the rigid preconceptions incul-
cated by families, educators, and 
even career guidance counsellors, 
the doubts about the abilities of 
girls, and their own lack of self-con-
fidence, is to defer the moment of 
occupational selection for as long as 
possible. 
Careers officers, who claim to offer 
'gender neutral' advice are in most 
cases completely unaware of the 
particular problems of girls who 
have made errors of judgement 
which they later find it almost im-
possible to reverse. In their de-
fence, it must be said that they are 
frequently overworked, have too 
few contacts in business, and their 
own training (in some countries) 
may not always take account of the 
real-life problems faced by women 
wanting to enter the job-market. 
What is needed in the post-school 
vocational training systems is a 
greater effort to retrain girls and 
women who are already at a dead-
end in their working lives, or simply 
want to re-enter the labour force aft-
er having once moved out of it, di-
recting them into non-traditional 
sectors offering job possibilities. 
Private sector initiatives may be a 
very profitable way of doing this, in 
harness with 'official' government 
training schemes, either in colleges 
or as in-firm training. 
B. The recommendations 
Although a complete review of all 
the areas for action is outside the 
scope of this article, the observers 
unanimously singled out a certain 
number of them as being pivotal to 
the success of an equal opportuni-
ties policy within the training 
system. 
Among the common steps which 
could be taken at all levels are: 
(i) organizing discussions on the 
different obstacles to the equal 
treatment of boys and girls; 
(ii) public awareness campaigns 
(leaflets and films) aimed at the 
groups concerned; 
(¡ii) achieving a co-educational 
schooling system with teach-
ers of both sexes at all levels 
and in all branches of 
education; 
(iv) revise teaching materials in a 
bid to break down the sex-ste-
reotypes offered as occupatio-
1 By the time children enter primary school, the 
conditioning may have taken such a deep-rooted 
hold that in many cases it ¡s a fruitless exercise 
to try and change ¡t. Cf. E.G. Belotti 'Du cote 
des petites filles', Editlon des femmes, 1974, 
pp. 161 - 250. 
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nal role models to boys and 
girls; 
(v) adapt teacher training to in-
clude awareness of the parti-
cular problems of girls; 
(vi) increase the further training fa-
cilities open to careers guid-
ance officers and careers 
teachers; 
(vii) bring the school environment 
and the world of business clos-
er together; 
(viii) increase the information avail-
able on job-growth fields offer-
ing long-term employment 
prospects. 
C. The proposals 
Wide-ranging action was proposed 
for each country, aimed at broadening 
the occupational selection Opportuni-
ties open to women and girls. 
What has to be avoided, however, is 
the temptation to establish pilot pro-
jects along the lines of the majority of 
experimental schemes set up by the 
Commission with the assistance of the 
ESF and Cedefop (European Centre for 
the Development of Vocational Train-
ing).' The schemes must reach a suffi-
ciently large section of the population, 
or effect a durable transformation in the 
schooling or training process. 
The actions were selected as best 
responding to the specific problems of 
each system and their likelihood of 
success. 
They are directed at secondary and 
tertiary education and vocational train-
ing for adults; at teacher-training 
(courses on equal opportunities for 
men and women in colleges of edu-
cation); at the careers guidance pro-
cess (setting up placement counselling 
centres for schools); setting up a local-
based careers counselling team; occu-
pational counsellors for secondary and 
technical schools; training adults in 
emerging skills in advanced technolo-
gies (retraining for women trying to re-
enter the labour market); young female 
arts graduates; women urgently need-
ing information about their jobs; or 
about other occupational categories 
with job opportunities or particular 
areas of employment offering consider-
able scope for women's employment 
(banks); at information on job-growth 
occupations and educating the educa-
tors, parents and young girls them-
selves. 
The various competent public 
agencies concerned have been asked 
for financial assistance and other forms 
of support. Government at all levels 
clearly has a pivotal role to play here in 
ensuring that girls are given equal op-
portunities throughout their initial train-
ing so that new doors to employment 
may be opened to them as women. 
Dominique De Vos 
In 1984 Cedefop produced its assessment of the 
results of the experimental schemes in a number 
of European countries in a document entitled: 
'Egalité des chances et formation professionelle 
cinq ans après. Actions de formation profession-
nelle an faveur des femmes dans la Commu-
nauté européenne - Rapport de synthèse et rec-
ommendations'. (Equal opportunities and voca-
tional training five years on. Vocational training 
schemes for women in the European Commun-
ity-Summary report and recommendations). M. 
Oels and S. Seeland. 
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Women, work and well-being 
in the European Community 
The attitudes of employed 
women and housewives 
compared 
The growing labour force participa-
tion of women, particularly married wo-
men - including those with young chil-
dren - is a trend which has been in-
creasingly manifest in Europe since the 
1960s. A parallel, though perhaps more 
recent, trend has been an Increasing 
awareness of the value of the work 
which women perform in the home. Be-
cause it is unpaid, because It is largely 
'invisible', and perhaps also because it 
is done by women, housework has 
been largely ignored by social scien-
tists, economists and policy makers. 
Because It has been ignored, it has 
been undervalued. Official recognition 
of the value of the work performed in 
the home was manifested by the fact 
that this activity was treated as 'work' in 
the usual sense in a survey of the qual-
ity of working life, which was carried out 
on nationwide representative samples 
in eight member countries of the Euro-
pean Community as part of a series of 
surveys of subjective social indicators 
conducted on an experimental basis by 
the Statistical Office of the European 
Communities. The women's data from 
this survey, involving 6137 respon-
dants - both employed and non-em-
ployed - were analysed in depth for the 
Bureau for Questions Concerning Em-
ployment and Equal Treatment for Wo-
men. In addition to describing women's 
experience of work - both in employ-
ment and in the home - the report ex-
amined the effect of their work on wo-
men's feeling of health and psycholog-
ical well-being. The report Is the first of 
two reports on women and work in the 
European Community. The second, 
completed in March 1985, focuses 
solely on employed persons and pre-
sents detailed comparisons of the qual-
ity of working life of male and female 
workers. 
The main findings of the first report, 
prepared by Dr Margret Fine-Davis of 
the Department of Psychology, Trinity 
College, Dublin, are summarized 
below. 
Education 
The study found that employed wo-
men were significantly better educated 
and trained than housewives. Never-
theless, a substantial proportion of the 
housewives in all of the countries had 
received vocational training after having 
left school. This proportion was approx-
imately 20% in most of the countries 
and over 30% in France and Germany, 
indicating that a sizeable proportion of 
housewives has skills which are not 
currently being utilized in the work-
place. To the extent that such women 
are non-employed out of choice, and 
perhaps only temporarily out of the 
workforce, is one thing. However, to 
the extent that they perceive actual bar-
riers to their entry or re-entry to the lab-
our force is of concern, both in terms of 
the pyschological effects of this on the 
women themselves and in terms of the 
loss to society of valuable human re-
sources. 
An interesting trend was observed 
to the effect that countries with a great-
er proportion of well-educated women 
were also more likely to have a greater 
proportion of women in management 
and other positions of high occupatio-
nal status. This clearly shows the im-
portance of training and education as 
enablers and facilitators of women's in-
creased responsibility in the workplace. 
Skill demands of housework 
and employment 
In an examination of 15 different 
skills and qualities, it was found that 
housework drew upon more of these 
than did employment. For example, 
housewives were much more likely to 
report the need for decision-making 
ability in their work than were employed 
women, suggesting greater opportunity 
for decision-making in the household 
than the workplace. Only 58% of em-
ployed women said their work required 
that they make decisions, as compared 
with 81 % of housewives. This was par-
ticularly true for lower-income women, 
whose occupations were least likely to 
require decision-making. Housewives 
were also significantly more likely to re-
port the need for new ideas and 
creativity in their work (62%) as com-
pared with employed women (38%). 
The study also highlighted the 
stressful nature of the housewife's role 
among women in the prime childbear-
ing and rearing years (i.e., aged 25-39). 
This group of women was more likely 
than all other groups to report that their 
work required stamina, perseverance, 
patience, strong nerves and quick reac-
tions, together with a high degree of 
decision-making. 
It was noted throughout the report 
that higher-income women were more 
likely to report the use of various skills 
than were lower-income women, both 
in the workplace and In the home. The 
greater use of conceptual/verbal skills 
on the part of higher-income women in 
the workplace is in part related to a 
higher degree of education and training 
and consequent type of employment. 
However, the fact that lower-income 
women reported utilizing higher level 
skills (such as leadership and decision-
making) in their housework than in their 
employment suggests that these wo-
men are being under-utilized in the 
workplace. These findings also help to 
explain why lower-income housewives 
were more likely to express higher 
work satisfaction and life satisfaction 
than lower-income employed women. 
The kind of work available to lower-in-
come women draws upon fewer skills 
and qualities than housework and thus, 
relatively speaking, housework Is more 
rewarding. 
In summary, it would appear that 
housework is both more interesting and 
demanding than it is usually recognized 
to be. The corollary of this is that wo-
men with experience as homemakers 
should be given credit for this experi-
ence when they attempt to enter or re-
enter the labour force. Secondly, it is 
evident that employment is not suffi-
ciently drawing upon all of the skills that 
women possess. This is particularly 
noticeable in the case of skills such as 
leadership, decision-making, planning, 
creativity and innovation, which house-
wives were significantly more likely to 
report using in their work than were 
employed women. 
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Housewives' potential labour 
force participation: policy 
implications 
While employed women, on aver­
age, particularly those of higher socio­
economic status, were found to defer 
childbearing until after the age of 25, 
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this was not the case among house­
wives. The resulting situation is thus 
one in which many housewives with 
dependent children are expressing the 
wish to enter the labour force. This 
corroborates trends which have been 
observed in the US: 
working outside the home is generally 
agreed to be most difficult when there 
are preschool children, and yet this 
group of women have shown the great­
est increases overtime (Baldwin, 1982, 
p. 179). 
They, more the women who prefer 
to stay at home, were more likely to 
think that married women worked be­
cause of their interest in the work per 
se, as well as for companionship 
needs. These women are indirectly 
saying that these needs are important 
for them also and are not being met in 
their current situation. 
Between 10 and 24% of house­
wives under 40 expressed a desire to 
work full-time and over 50% a desire to 
work part-time. Thus, between two-
thirds and four-fifths (depending on 
their age) of housewives aged 18-40 
desiring to work, would prefer part-time 
employment. Yet the lack of existing 
part-time job opportunities was one of 
the main reasons such women gave for 
not being currently employed. Another 
important reason was the lack of alter­
native child care arrangements. 
Although some legitimate reserva­
tions have been expressed concerning 
the extension of part-time employment 
opportunities, the data suggest that the 
creation of a greater number of part-
time jobs through various means (such 
as job-sharing, work-sharing, shorter 
hours, etc.) would constitute both a de­
sirable and necessary change in work 
patterns to help meet the needs of wo­
men with family responsibilities who 
wish to work. However, it has been 
pointed out that such alternative work 
arrangements do not simply have re­
levance for women. They are increas­
ingly being seen as modi vivendi for 
dealing with high unemployment; for 
enabling both parents to partake in em­
ployment and child care; and for im­
proving the quality of life by allowing 
people greater leisure time (Commis­
sion of the European Communities, 
1980; OECD, 1979). Yet at the present 
time, part-time employment, even if 
voluntary (as differentiated from under­
employment) tends to be associated 
with lower rates of pay, limited opportu­
nities for training and promotion, and 
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lack of social benefit protection, in addi-
tion to being available primarily in lower 
skilled occupations. Such part-time 
employment opportunities must be en-
hanced and protected and have ex-
tended to them 'the rights and gua-
rantees that apply to full time employ-
ment' {Ibid., p. 124). 
Effects of employment and 
non-employment on 
women's well-being 
Health 
A very distinct thread which ran 
through the data was the benefits ac-
cruing to women from employment. For 
the majority of women it was found to 
be associated with better health, as 
measured in terms of fewer sick days, 
and overall satisfaction with health. 
These findings suggest that employ-
ment may, in some way, offer protec-
tion against ill health. This interpretation 
would be consistent with that put forth 
by other authors who have suggested 
that employment offers protection 
against depression for both men and 
women (Brown and Harris, 1978: 
Cochrane and Stopes-Roe, 1981). 
In this context it should be noted 
that while employment was in general 
associated with better health on the 
part of women, employed women in the 
25-39 years age group, even in the 
higher-income groups, manifested a 
greater number of sick days than 
housewives in this age group. And if 
they were married and had one or more 
dependent children, they also reported 
somewhat lower satisfaction with their 
health than employed women in the 
same age group with no dependent 
children. These findings suggest that 
employed women aged 25-39, particu-
larly if they have dependent children, 
may be experiencing some role strain. 
This is not surprising, given the fact that 
at the present time work is, by and 
large, not structured in such a way as to 
enable women to optimally fulfil dual 
roles. It is thus notable that such wo-
men reported a very good ability to 
cope with their work demands and they 
did not rate these as any greater than 
any other groups. Thus, it would appear 
that their jobs are not suffering as a re-
sult of this role strain (indeed married 
women reported higher work satisfac-
tion than other workers). What does, 
however, seen to be suffering is the 
health of women themselves, in this -
the childbearing and rearing age group. 
Life satisfaction 
Life satisfaction is the most global 
measure of well-being in the study. 
This measure has been widely used in 
previous research on the quality of life. 
In the present study, the findings con-
' 
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cerning life satisfaction are at the same 
time complex and revealing. Among all 
women, being a housewife was found 
to be related to somewhat greater life 
satisfaction. However, for married wo-
men, there was no relationship be-
tween employment status and life satis-
faction. However, when key demogra-
phic variables were examined in com-
bination with one another, a bit more 
light was shed on the picture. Firstly, it 
was shown that being a housewife was 
associated with greater life satisfaction 
for low-income women only. There was 
no difference among higher-income 
women, suggesting once again, that 
the work available to lower-Income em-
ployed women is less appealing than 
housework. 
It was also found that among low-
income women, regardless of their em-
ployment status, life satisfaction de-
creased after a high point in the 18-24 
year age group. Somewhat higher lev-
els - but not as high as before - re-
turned In the 55-65 year age group. 
Among high-income women, life satis-
faction was fairly constant throughout 
the life cycle, but had its peak in the 
25-39 year age group. These data 
seem to reflect an enthusiasm and ex-
pectation among young lower-income 
women (particularly those working out-
side the home) which is then dis-
illusioned as they get a little bit older. 
This trend was also apparent in much of 
the other data presented, which may 
help to explain the drop in life satisfac-
tion among this group. Low-income 
married women also reported 
decreased satisfaction with their health 
in the age group 25-39, whereas this 
did not hold for high-income women. 
Thus, it would appear that the condi-
tions of life to which lower-income wo-
men are exposed erode the initial lev-
els of optimism of their younger years. 
This affects not only their satisfaction 
with their income and vocational oppor-
tunities, but indeed their feelings of to-
tal physical and psychological well-
being. 
Such women could be significantly 
helped by training programmes which 
would translate their skill potential into 
more meaningful work experiences. 
However, child care arrangements tied 
in with the training, as well as with em-
ployment, would be essential. The 
wider availability of flexible hours and 
other supports from employers, such 
as parental leave, would also go a long 
way toward enabling these women, and 
indeed all employed women, to coordi-
nate work and family roles and respon-
sibilities. 
Employment of married 
women in the context 
of social attitudes 
Among employed married women, 
employment most importantly fulfilled 
the need to perform work which one 
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was Interested in, in addition to meeting 
companionship needs and financial 
needs. Interestingly enough, married 
employed women were, on average 
more likely to express high job satisfac-
tion than non-married employed wo-
men. This is noteworthy, since married 
women have in some countries expe-
rienced barriers to their employment, in 
the form of traditional social attitudes as 
well as structural barriers, which have 
included actual bans on married wo-
men working, tax deterrents, lack of 
child care facilities, etc. This finding 
thus underscores the importance of 
work to many married women's sense 
of well-being, a fact which is often not 
realized by the larger society nor suffi-
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ciently taken account of in social and 
economic policy. 
In view of the multiplicity of needs 
which employment meets for women, 
and the apparent benefits which it has 
both for their physical und psycho-
logical well-being, it is particularly 
disturbing that attitudes of society as a 
whole have been found to be so non-
supportive, and at best ambivalent, 
toward changing sex-role behaviour 
and particularly to employment of mar-
ried women. In a nationwide represen-
tative survey carried out in 1983 in all 
countries of the Community, it was 
found that 61 % of men and 59% of wo-
men believed that 'in a period of high 
unemployment a man has a greater 
right to work than a woman' (Riffault, 
1983, p. 96). A lack of full appreciation 
of the actual reasons why married wo-
men work was also manifested by 
housewives in the present study. This, 
taken together with Riffault's findings, 
suggests that a lack of awareness and 
understanding on the part of other 
groups may be a major factor under-
lying the difficult psychological climate 
which employed married women face, 
which includes not only the widely held 
belief that they are less entitled than 
men to employment, but also very real 
structural barriers to equal employment 
opportunities. 
The EEC Directives concerning 
equal pay and equal opportunity have 
gone a long way toward remedying this 
situation. The New Community Action 
Programme on the promotion of equal 
opportunities for women in 1982-85 
(Commission of the European Commu-
nities, 1981) will contribute to further 
progress. One of its specific actions is 
'to increase the awareness among the 
general public of positive aspects of 
women's integration into all sectors of 
society, thus calling the traditional sex-
related roles into question'. Such an 
approach -facing the attitudinal under-
pinnings of inequality head-on - to-
gether with further concrete steps, 
such as positive action and the building 
of 'networks of public facilities and ser-
vices for a more equitable sharing of 
parental responsibilities' will undoubt-
edly lead the way for the necessary 
changes to accompany the continuing 
trend of increased labour force partici-
pation of women in Europe. 
Margret Fine-Davis 
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A new vocational training organization 
The European Social Fund has 
given financial support to the intro-
duction of a new Modular Individu-
alized Training System, designed 
and run on an experimental basis 
by the Mulhouse Rehabilitation 
Centre in France. The system has 
attracted interest and support both 
from government officers for the re-
habilitation of the handicapped 
throughout Europe and from senior 
retraining centre officials in the 
Community Member States. 
Since its inception as a pilot scheme 
in 1978, some 1000 people, both 
handicapped and non-handicapped, 
have taken advantage of the resources 
offered by the MITS to speed their so-
cial and professional rehabilitation by 
acquiring qualifications in the fields of 
accounting, technical drawing, elec-
tronics and data communications. 
The MITS adopts a radical new ap-
proach to the training/work relation-
ship. Rather than standardized training 
programmes, what is offers is a flexible 
system of separate activities. Instead of 
narrow specialization designed to fit the 
student for a specific task or occupation 
(where the course content is frequently 
overtaken by changing work require-
ments), it aims to impart transferable 
skills. Finally, it does not reduce the re-
habilitation process to the mere acqui-
sition of technical abilities, but rather 
broadens and deepens it by testing the 
capacities of each worker to carry 
through a project to completion and 
bringing him face to face with the re-
sources and constraints of his envi-
ronment. 
This article sets out only to describe 
the practical organization of the system. 
It necessarily has to skate over the 
more complex aspects. In response to 
the interest shown in its experiment, 
the Centre last year introduced training 
courses in MITS for all 'instructors' in-
volved in similar activities working to-
wards the same goals. 
1. How the course is run 
Admission 
Where the individual circumstances 
of a handicapped person seem to justi-
fy vocational retraining, the appropriate 
guidance and level of training will be 
determined by the Commission Tech-
nique d'Orientation et de Reclas-
sement Professionel (Cotorep - Tech-
nical Committee for Vocational Guid-
ance and Rehabilitation) for the depart-
ment in which he lives. They will then 
forward his application to the CRM if 
appropriate. 
The procedure for other applicants 
follows that laid down in the legislation 
governing continuing education. 
When a vacancy arises in the occu-
pational programme (cf. 2) selected 
during the vocational guidance stage, 
the applicant will be notified. The 
course will not start up, however, until 
Learning accountancy . Copyright Maillac/R.E.A. 
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enough students have enrolled to form 
a group, or until the date set for the new 
series of modules to begin. 
Induction 
The student is taken in charge by a 
guidance team (cf. 2.5) who follow him 
through in a supportive role to the com-
pletion of his training course (cf. 2). 
The primary concern of the guidance 
team is to explore with the student the 
ways and means of his proposed social 
and occupational rehabilitation, or at 
least to map out the possible outline of 
it. The first step is to provide the stu-
dent with information about his pro pos-
ed occupation, entry qualifications, the 
content and modalities of the training 
required for it. The student is then put 
in a variety of general and technical trial 
learning situations to enable him to dis-
cover his own aptitudes, his own limita-
tions and the problems he must 
surmount. 
At the end of this two-week explora-
tory stage, the student has an assess-
ment Interview with his guidance team 
to discuss the terms of a training con-
tract (cf. 2.5), normally signed after a 
four-six week probationary period. An 
objective (cf. 2.1) is worked out, to-
gether with the period in which it is to 
be attained. The student is given a 
progress book in which to record his 
own day-to-day development. 
Specific training 
The group to which the trainee is al-
located will depend on the objective 
set. Trainees are grouped by occupa-
tional choice, but will progress at diffe-
rent rates, working on different 
modules (cf. 2.2). Regrouping is car-
ried out more on the basis of the teach-
ing methods called for rather than on 
the strict linear progression of a course, 
whilst the interpersonal relationships 
between the students are the mortar 
which holds the group together. The in-
structors for a particular occupational 
programme allocate the leadership of 
the various groups between them-
selves. The instructor/student ratio is 
dictated both by course numbers and 
the complexity of the operations or the 
sophistication of the equipment. In-
structors give individualized and small 
group assistance in the use of learning 
resources (cf. 2.4). They advise on 
ways of evaluating or consolidating 
problem-solving approaches, and will 
organize general discussion groups 
either on their own initiative or In re-
sponse to trainees' requests. They 
supervise practical work, help students 
assess their own performance, and 
provide additional explanations where 
required. Not so much dispensers of 
knowledge as methodology advisors, 
not so much leaders as activity organiz-
ers, the primary concern of the instruc-
tors at all times is to involve the trainees 
in the ongoing evaluation of their own 
progress. 
Transversal training 
If the trainee is to undertake or suc-
cessfully complete the training required 
to achieve his objective, he may need 
prerequisites (cf. 2.2) which are not 
specific to the technology of his own 
particular module. For example, the 
logical steps to the solving of equations 
fall neither strictly within the ambit of 
accountancy or electronics. After work-
ing out a programme with his guidance 
team, therefore, the trainee will attend 
one or more workshops (cf. 2.3) where 
he can acquire, consolidate or develop 
the learning skills called for. He may al-
so leave his work group to work in the 
resource centre (cf. 2.4) either to sup-
plement his own documentary resourc-
es or to carry out research to broaden 
or deepen the knowledge acquired in 
the modules. 
Training assessment 
At the expiry of the period agreed 
with his guidance team, the trainee un-
dertakes a practical test to determine 
whether he has attained his pre-set ob-
jective. 
On the basis of this, he can discuss 
his weak points, mistakes and the gaps 
in his learning with his instructor; but 
most important of all, it enables him to 
update his working methods. 
The trainees is then free to decide 
whether to return to his task or not. If he 
feels that his performance satisfies the 
predefined criteria, he will ask for an as-
sessment interview with his guidance 
team, which is available to trainees half 
a day per week. 
If the team agrees that he has met 
his objective, a new stage of the course 
is negotiated. 
Otherwise, the team helps the trai-
nee to understand where the weakness 
lies and together they define the appro-
priate measures to make it up. If neces-
sary, the team seeks the help of other 
skills not present in the team. A new 
date is set for a second assessment of 
the same objective. If by then no signi-
ficant improvement has been made, a 
more radical change in the format of the 
course is considered, and even the ori-
ginal project is reappraised, which can 
result in the trainee submitting a fresh 
proposal to the Cotorep. 
The observations and conclusions 
of each assessment are contained in 
the trainee's progress book which can 
thus be referred to by the authorities in-
terested in his progress on the course. 
Occupational training 
In every case, the assessment of a 
module provides the opportunity to re-
align the specific objective with the oc-
cupational reclassification and also with 
the other factors determining reinte-
gration. The team encourages the trai-
nee to take the appropriate steps, gives 
him help or seeks assistance from oth-
er, more qualified quarters and, step by 
step, examines the relevance of the 
measures applied. For example, con-
tacts are established with enterprises, 
with a view either to a specific period on 
the job or to a trial prior to recruitment. 
A job-seeking workshop and docu-
mentation on occupational outlets are 
always available. Finally, depending on 
the trainee's progress in skill learning, 
the type of project and the time spent in 
the course, the team decides on an 
end-of-course date. 
Trainees having completed a full 
course sit an examination at the end of 
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the course which is supervised and 
corrected by a professional examining 
board, on the basis of tests set by As-
sociation nationale pour la formation 
professionelle des adultes (AFPA) (Na-
tional Association for Adult Vocational 
Training). 
For the other trainees, official recog-
nition of the training acquired is subject 
to the agreements concluded between 
the parties concerned. No trainee 
leaves the CRM, whether or not he has 
completed the course, without having 
at least identified the work he still has to 
do to complete his project or, if the situ-
ation requires it, without having con-
tacted, through the guidance depart-
ment, the next staging points in his 
career. 
2. Structure of the system 
The MITS incorporates: modules 
with specific occupational objectives, 
transversal apprenticeship workshops, 
self-teaching resources, a training 
guidance system which enables these 
different elements to be adapted to the 
plans and situation of each individual. 
The elements are grouped together un-
der heading of technological poles so 
that trainees can benefit from the syn-
ergetic effect produced by complemen-
tarity between the skills of the dispens-
ers, the equipment, methods, experi-
ence, relations with enterprises, infor-
mation on an occupational field (e.g.: 
electronic pole). 
The poles are crossed by training 
programmes which are made up of all 
the modules and which, at a given lev-
el, give access to a type and level of 
skill ending in a vocational training cer-
tificate (CFP) issued by the Ministry of 
Labour. 
The training course specific to each 
trainee, guided by a Cotorep (and 
whether continuing or linked with 
work), of necessity comes under one of 
these programmes. It can also extend 
beyond the programme to include 
workshops, the resources centre or op-
tional modules. 
The courses followed by trainees in 
continuing education comprise a wider 
range of modules, based on the objec-
tives and methods agreed in the 
contract. 
To avoid all confusion, it must be 
emphasized that the courses are not 
'polarized'. The pole Is a means, the 
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thread leading towards the objective. In 
other words, a course may require 
various poles. 
2.1. Occupational objectives 
The defining of the occupationnal 
objectives depends on the analyses of 
work situations. 
A work situation is essentially cha-
racterized by a product (e.g. production 
schedules) or by a service (e.g. repair 
of machines). It can be described as a 
process which utilizes methods, instru-
ments and operational sequences not 
necessarily homogeneous (e.g. end of 
year accounts in a public limited liability 
company). It is part of a context which 
can vary from one firm to another but 
which comprises basic data (instruc-
tions) and different requirements (qua-
lity, speed) and working conditions . . . 
(independent, monovocational and in-
terdisciplinary teams, etc). 
A representative cross-section of 
the work situations found in a given oc-
cupational field is identified through the 
use of documentation, field trips and 
discussions with representatives of 
professional bodies. 
The instructor will then use this to 
translate the behaviour to be expected 
of the trainee in a given work situation 
into a series of performance objectives 
for the student, defined according to 
strict criteria. 
These technical and procedural per-
formances define the professional ob-
jective. 
The objective is not, therefore, re-
duced to the mere ability to perform a 
single task, or even a sequence of 
operations; nor is it necessarily con-
fined to the acquisition of a specific 
technical skill, but may represent the 
ability to synthesize an array of capacit-
ies (using technical literature, formulat-
ing an operational plan, measuring, in-
forming, etc.). Its essential purpose is 
not to measure the acquisition of a skill, 
but whether that skill can be applied in a 
completely new situation, i.e., whether 
the trainee has transferable skills. 
2.2. The modules 
A module integrates the practical 
and theoretical learning - without re-
gard to subject matter-which combine 
to lead towards the attainment of a pro-
fessional objective. 
It Is defined by the difference be-
tween a learner's entry behaviour and 
his final performance at the expiry of a 
set period of time. 
The student's entry behaviour dic-
tates the prerequisites necessary to 
enable him to embark on the content of 
the module. These may consist of a 
combination of general knowledge, 
technical abilities, working methods 
and aptitudes. Entry behaviour also, 
therefore, determines the relationship 
between modules. 
The trainee's performance beha-
viour reveals whether the objective has 
been met. It is not the objective itself, 
but merely provides the indicators as to 
whether the objective has been 
reached. 
The completion date is the date 
fixed for the student's assessment test. 
It will vary for each trainee according to 
a reference duration. The refe-
rence duration is fixed for each module 
by the instructors on the basis of their 
own experience. The modules do not 
run for standardized lengths of time: 
they may vary between six weeks and 
four months. 
Modules are broken down into 
sequences of operations, or interme-
diate objectives, also to be achieved 
within a set period. The intermediate 
objectives are in turn sub-divided into 
more elementary units known as 'capa-
cities', tested as the learners and in-
structors feel necessary. 
Details of the structure of each 
module are kept on data sheets. These 
set out the general objectives, the cor-
responding behavioural objectives and 
criteria for assessment, module 
content, teaching methods, documen-
tation and equipment to be used. 
Trainees have access to these sheets. 
A group of modules which together 
comprise a training programme are 
described in a data sheet sent firstly to 
the local government guidance service, 
then to the applicants. 
2.3. Workshops 
Transversal training is integrated in-
to few, if any, of the occupational prog-
rammes. Rather it is carried out as a 
group activity organized by an instruc-
tor in specialized workshops. 
The workshops are subject-specific, 
and the Centre currently runs work-
shops in mathematics, data communi-
cations, French, methods, languages, 
law, economics, employment coun-
selling . . . 
Other workshops are set up on re-
quest, and yet others serve as testing 
laboratories for innovations in techno-
logies, methods or course content be-
fore their full integration into a given 
module (such as computer-aided 
design - CAD). 
The activities of each workshop, 
within its specialized field, are struc-
tured to meet three kinds of demand: 
(i) the acquisition or consolidation of 
prerequisites, 
(ii) the extension or enrichment of 
knowledge beyond the strict con-
fines of students' goal-oriented in-
struction, 
(iii) the development of skills comple-
mentary to those being acquired in 
the modules. 
The first of these will normally be 
undertaken on the recommendation of 
the guidance team. The other two are 
student-initiated, but subject to the opi-
nion of the guidance team as to their re-
levance to the Individual's goals and 
his/her progress in the professional 
course selected. 
All trainees on a particular occupa-
tional programme will therefore follow 
the same core modules, but may attend 
different workshops, or the same work-
shops for differing lengths of time. It is 
this articulation between modules and 
workshops which brings diversity to the 
training course for a given occupational 
programme. 
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Attendance at workshops is not an 
option allowing the trainee to extend 
the duration of his course, however. 
Students must still work to the sched-
ule fixed by the guidance team. Their 
function is to alternate training activit-
ies, based on individual needs and po-
tential, rather than making an arbitrary 
division between 'preliminary stages' 
and 'training stages', whose failing is to 
group together individuals with varying 
needs, problems and aptitudes and 
teach them identical contents for the 
same length of time. 
2.4. Self-teaching resources 
The foundations of the learner's 
course are his data sheet, progress 
book and training contract. 
Equipment, an organization, and 
particularly the instructors and guid-
ance teams, are made available to him 
to help him get his project off the 
ground. 
But what learning resources are 
available to him during his period of 
training to help him acquire and deve-
lop independence, the discipline of or-
ganization, a sense of initiative, and the 
capacity to seek out and work with oth-
ers that he will need in working life? 
The student is given a progress 
book for each 'capacity' in his module 
(cf. 2.2). This resource helps define his 
final performance objectives. It con-
tains the basic technical Information, 
recommendations for work to accompl-
ish, advice on methods of working, per-
formance tests and a bibliography. A 
separate solution booklet enables the 
learner to check his results and assess 
whether his approach is the best one. 
The onus, therefore, is on the learn-
er to organize his own activities, to ask 
for help when he needs it, to select the 
explanations offered by the instructors, 
to carry out additional practical work, 
etc. It is also up to him to search out 
what additional information he needs or 
wants by using the resource centre. 
The resource centre is housed in 
two study rooms and is open continu-
ously. It is staffed by a librarian who will 
assist students to find what they need 
from the Centre's stock of 6975 refer-
ence books, 134 collections of mag-
azines, 362 documentation files and 
299 items of audiovisual aids. 
The learning resources are not de-
signed to provide an exhaustive answer 
to a given problem, but to encourage 
the trainee to show initiative, to ask 
questions, to test himself, to mobilize 
his own 'inner resources' - for in the fi-
nal analysis, the best resources one 
can fall back on are one's own. 
2.5. Training guidance 
While the student-centred aspect of 
the training derives from the quantity 
and quality of the options offered to the 
trainee, its effectiveness stems from 
the support given to those options by 
the assistance, advice and elucidation 
provided by training guidance. 
Each training cycle is administered 
by a three-person guidance team: 
(i) the instructor organized the learn-
ing group, 
(il) a director of studies, who coordi-
nates the guidance team, 
(iii) a rehabilitation officer (doctor, 
nurse, social worker, psychologist, 
administrator, workshop instructor, 
etc . . .). 
The trainee signs his training con-
tract with the three members of the 
guidance team personally. This con-
tract sets out the responsibilities of 
each partner to it, the rules, the amount 
of leeway for negotiation, and the core 
principles. 
The guidance team intervenes at 
three separate levels: by assisting the 
trainee in the end-of-module assess-
ment of his vocational objectives. This 
takes the form of an interactive evalu-
ation in which the team supervises the 
exactness of the performances, involv-
es the student in analysing their signifi-
cance, diagnoses learning difficulties 
and suggests ways of overcoming 
them. 
By administering the trainee's 
course, negotiating with each learner 
the appropriate completion dates, for-
mulating learning methods, checking 
that they are being carried out, initiat-
ing, supporting and reinforcing the 
steps taken by the trainee towards 
achieving his ultimate professional 
goal. 
It is also involved in the regulation of 
the training system. At its regular 
monthly meeting, each guidance team 
reviews its own functioning, makes im-
provements within its own remit, and 
refers other suggestions to the appro-
priate authority. 
Representatives from each team 
collaborate with other interested parties 
(e.g. psychiatrists, officials from other 
services of the CRM) in a guidance 
group to constantly monitor the coher-
ence and timely replacement of pract-
ical skills. 
Training guidance ensures that each 
student, instructor and all others con-
cerned, are actively involved in the on-
going development of the MITS. 
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Computerization and employment 
Contributions to a systematic review based on quantitative 
surveys on the impact of information technology on 
employment1 
The one certain thing that can 
now be said about new information 
technology is that it creates, de-
stroys and transforms jobs. The 
whys and wherefores of those 
three facets of its powers have 
been exhaustively catalogued in 
the plethora of micro and macro-
economic studies of the topic. But 
what still remains a matter for spe-
culation across a scale ranging 
from unfounded optimism to posi-
tively alarmist pessimism, is the 
'how much' of i t - i.e., the quantita-
tive consequences of new technol-
ogy for employment. 
And yet it is central to the issue -
not merely for its short-term economic 
and political implications, but also for its 
future ramifications. Conscious of the 
seriousness of the problem, the Com-
mission launched a detailed scrutiny of 
the data and literature at its disposal. 
The results raised the further question 
of how it could come about that rational 
and scientifically-conducted explora-
tory and quantitative studies on the im-
pact of new information technology 
(NIT) on jobs could come up with such 
a wide range of often contradictory find-
ings. The object of the exercise was not 
to question the results of the studies 
conducted to date in order to arrive at 
unequivocal but unsubstantial conclu-
sions, but rather to map out paths for 
discussion about the merits of the ap-
proaches and methods adopted in 
studies on how new technology affects 
jobs. 
The authors of the present survey 
decided to base their analysis on seven 
authoritative studies (3 from France: 
IRIS, Cepremap, Bipe-lnsee; 1 from 
the United Kingdom: SPRU; 1 from the 
United States: Leontief; and 2 from the 
Federal Republic of Germany: IFO, 
Prognos)2 which sought to place the 
technical and social realities of the 
situation in a macroeconomic setting. 
Breaking down the studies by 
demand-side and supply-side data; ob-
jectives; field of application (techno-
logical, temporal and spatial); metho-
dology (calculations, data, indicators); 
findings and comments, the authors 
highlight three key aspects which may 
lie at the root of the disparities: the defi-
nition of NIT adopted, its reference 
hypothesis, factors arising from social 
constraints and the spread of new tech-
nology. 
Two studies (IRIS, Prognos) con-
clude that the workforce would remain 
stable, while three more (Cepremap, 
SPRU, IFO) predicted a marked drop in 
employment levels. In marked contrast, 
the Bipe-lnsee and Leontief studies 
forecast a significant - and in the 
American survey, substantial - rise in 
the aggregate labour force. The studies 
were, however, unanimous in stressing 
the importance for the coming decade 
of the shift of job-growth towards new 
technology areas. This is likely to lead 
to training and skilling problems of an 
order never before encountered. 
The first point at which the studies 
diverge is on how they define NIT. 
Three different approaches can be 
identified: those based on industrial ap-
plications (IRIS, Leontief), on the entire 
automation process (Cepremap, Bipe-
lnsee) and on clusters of technological 
innovations (SPRU, Prognos). 
What emerges quite clearly Is that 
the technology itself, or at any rate the 
major innovations, is frequently defined 
from a purely empirical, and occasio-
nally tautological, standpoint, in the 
sense that the phenomenon under 
study Is defined in terms of the pheno-
menon itself (in this case, for example, 
long-run turnarounds). 
The second factor underlying mark-
ed discrepancies in the findings is that 
of the basic assumptions made in rela-
tion to new technology. While Bipe-ln-
see and Cepremap predicted endogen-
ous growth, the remainder felt the 
growth variables were more likely to be 
exogenous. 
The problems of trying to dovetail 
sectoral trends into a macroeconomic 
model is also pointed up quite clearly. A 
number of the studies confine them-
selves to detailed analysis of produc-
tion processes and branches of indus-
try, but fail to carry their analyses 
through to the indirect consequences 
for jobs for want of a macroeconomic 
setting which makes provision for the 
interaction between technology, growth 
and capital spending. Where growth 
rates are treated as deriving from exo-
genous variables, the assumptions built 
on that premise become centrally im-
portant to assessing the impact on em-
ployment. Only rarely did the models 
used take any account of final demand 
and the distribution of returns. 
Survey conducted for the Directorate-General 
for Employment, Social Affairs and Education Py 
Michel Hollard, Udo Rehfeldt, Bernard Ruffleux 
and Olivier Servals, Université des Sciences So-
ciales de Grenoble, IREP-D, 1984. 
See Bibliography, p. 58. 
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Job growth will drift towards new technology areas Copyright Smets/Photo News 
The importance attached to social 
constraints and the rate of NIT infil-
tration also tended to vary widely from 
study to study. IRIS based its forecasts 
on technology spread on market sur-
veys of manufacturers' own forecasts. 
Bipe-lnsee and Leontief took produc-
tivity growth as their yardstick for tech-
nological advance. SPRU saw the 
spread of NIT as stemming from the vo-
lume of investment, the marginal pro-
ductivity of labour and the capital repre-
sented by investments. 
Starting from an assessment of the 
potential impact of certain technologies 
on productivity and employment, IRIS 
and Prognos went on to analyse the re-
actions of the relevant actors on the so-
cio-industrial stage to the introduction 
of new technology on the basis that 
these reactions condition the rate of 
technology infiltration and hence the 
real effects on productivity and jobs. 
The authors take the view that the 
future pattern of employment trends 
depends more on output growth (which 
here equals economic growth) than on 
the consequences of introducing new 
technology. The economic growth rate 
will have a far greater impact on em-
ployment levels than the application of 
new technologies (in isolation). 
The account taken of economic var-
iables and the attitudes of different so-
cial groups particular to each country 
covered by the quantitative studies, 
gives, moreover, reason to suppose 
that the technology/jobs equation is re-
garded differently in different countries, 
conditioned by the Institutional and his-
torical basis of its labour relations. 
The authors conclude their report 
with a reference to two series of factors 
which could offer an explanation for the 
divergent findings of the studies they 
looked at. One Is the difficulties inhe-
rent in any study of this kind: the final 
findings are conditioned partly by the 
initial premises as to the field of appli-
cation and the macroeconomic envi-
ronment, and partly by the innate con-
straints in the type of approach adopted 
(macroeconomic, technico-economic). 
The second is the analysis, to vary-
ing degrees of complexity, of social or 
national realities, of which the actors on 
the social stage and their reactions to 
technological change form part. 
Bernard Hélin 
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The employment problems of the 
older worker: 
The current situation and the prospects for involving older 
workers in youth-oriented projects 
A study conducted by IREF (the 
Rome-based Istituto di Ricer-
che Educative e Formative - In-
stitute for Research into Edu-
cation and Training) for the 
Commission. 
The often harsh transition from 
working life to retirement throws up 
a range of sensitive problems. 
Some may be psychological - a 
sudden feeling of uselessness 
after many years of activity, the 
loss of those special relationships 
developed through years of work-
ing with people. To the extent that 
retirement brings a drop in income 
for many, financial problems may 
be encountered. And yet the wealth 
of experience and time available 
could be a boon to society. 
The IREF analysis, which is based 
on the Italian situation, argues for a glo-
bal approach to understanding the pro-
blems surrounding the transition from 
working life to retirement. The survey 
nevertheless strongly points up the 
employment possibilties open to work-
ers above the retirement age, with par-
ticular emphasis on projects involving 
young people. 
Chapter 1 places the problem in its 
general setting with an analysis of the 
main demographic and social trends, 
based on figures produced by ISTAT-
the national statistical institute. Chapter 
2 reviews leading theories on the so-
ciology of ageing, lucidly illustrated by 
an analysis of the leading empirical 
findings in this field, supplemented by a 
very valuable bibliography. Chapter 3 
offers a brisk and vivid account of rec-
ent Italian experiments in reintegration 
for the aged. Chapter 4 is devoted to a 
detailed examination of the responses 
of 400 people to a questionnaire-based 
survey conducted jointly with ACLI (As-
sociazione cristiana dei Lavatori 
¡taliani). 
The social and 
demographic context 
Out of a total population of 10 million 
people aged 60 and over (the retire-
ment age in Italy is 55 for women and 
60 for men), 700 000 are still active in 
the official labour market. The re-
maining cohorts consist of those in 
retirement (65%), housewives (30%) 
and a miscellany of others (5%). 
The labour force participation rate 
for those in the 55 to 64 age group, for 
all occupational orders, is 50% for men 
and 15% for women. The principal oc-
cupations in southern Italy are agri-
culture (27%) and the service trades 
(53%), while the north is primarily in-
dustrial (34%) and agricultural (18%). 
Central Italy Is principally an area of 
service occupations (55%). 
In the 65-and-over age group, 57% 
of those working are self-employed, 
15% are employees and 13% are 
members of one of the professions. 
In all, 37% of workers above the 
age of 65 are engaged in a commercial 
occupation. In the absence of reliable 
data, it proved impossible to form a 
quantitative picture of the proportion of 
older people active on the 'unofficial' 
labour market. 
The report breaks down the 
aggregate data by region, age-group, 
level of education and occupational 
category. The analysis of the ratio of 
older people to younger people shows 
that for every 100 young people aged 
from 14 to 29, Italy has on average 57 
people in the 60-74 age bracket (65 in 
the North, 49 in the South). 
Theories on the relation 
between ageing and 
the movement out of 
the labour market 
This section of the report reviews 
the most commonly-held theories 
which seek to explain the behaviour of 
older workers: 
(i) the disengagement theory, which 
claims that older workers pro-
gressively reduce their individual 
participation rates as they withdraw 
from their professional and social 
functions; 
(ii) the activity theory, which says that 
a continued high level of activity is 
seen by the older worker as a sign 
of successful ageing; 
(iii) the continuity theory, claiming that 
people have an innate ability to 
adapt to changing circumstances, 
the adjustment continuing to its 
natural conclusion; 
(iv) the age stratification theory 
centred on the premise that each 
age group develops its own collec-
tive consciousness which enables 
it to adapt to changes. 
The principal theories are reviewed 
and supplemented with an analysis of 
relevant empirical data. The survey 
findings show that, generally-speaking, 
older people are reluctant to renounce 
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working life altogether. They justify 
continued work on the grounds of 
keeping themselves busy, the desire to 
make themselves useful, and the 
desire to pass on their acquired skills 
and knowledge to others. This is con-
firmed, indeed, by the relatively high 
labour force, and voluntary work, 
participation rate of the elderly. 
The chapter concludes with an 
extensive comparative survey of Italian 
regional laws on the aged. 
Reintegration schemes 
Part three of the report reviews a 
series of recent Italian experimental 
schemes to help the elderly reintegrate 
into society. In each case, the 
emphasis has been placed on youth-
oriented activities and community 
service projects. 
The pilot schemes, most frequently 
run by local authorities or voluntary or-
ganizations, jointly in some instances, 
tackle the problem across a broad 
range of fronts. This, the report claims, 
is due to the lack of a normative frame 
of reference and the absence of 
unifying national legislation. The 
common theme which underlies the 
diversity, however, is an attempt to 
provide old people with a social 
purpose, and to avoid relegating them 
to the marginal, and isolated, role they 
could so easily slip into. 
The authors have succeeded in 
probing beyond the superficial diversity 
to classify the projects as falling into 
three broad areas of activity: 
(i) Caretaking functions 
principally the supervision of 
children in public parks and play-
grounds, sports facilities and 
schools, or rehabilitation centres 
for the handicapped. 
(ii) Teaching activities, 
and the transmission of 
occupational and other skills 
these projects enable older people 
to develop activities in creches and 
nurseries, leisure centres and 
vocational training centres. 
Amongst the outstanding succes-
ses of past and present schemes 
are those operated in Milan, where 
older people have been placed in a 
variety of jobs in the city's nursery 
schools (gardening, making and 
repairing toys), Bologna, where 
older women have been passing 
on the secrets of regional cooking, 
and the projects in which older 
people have helped in the redis-
covery of regional dialects. 
(iil) Vocational training 
for the young 
under this type of scheme, which 
has been a notable success in the 
province of Rome, an older worker 
(particularly a craftsman) teaches 
his trade to a group of young 
people for a period of up to several 
months. 
(¡v) Older workers' cooperatives 
providing services 
to the community 
these projects include the care of 
public parks and gardens, the city of 
Bologna's experiments in setting up 
allotments, and specialist service 
cooperatives (plumbing and 
electrical repairs, etc . . .). 
The questionnaire 
The final part of the main body of 
the report is given over to an analysis 
of the findings of a joint survey by 
IREF and ACLI, adding the extra 
dimension of a wealth of up-to-date 
data. 
Briefly, 52% of the respondents 
said they would like to continue 
working after retirement, the principal 
reason advanced being financial 
(26%). What did emerge, however, 
was that they wanted the work to be 
kept strictly part-time. Those inter-
viewed would be prepared to do work 
in favour of young people either on a 
wholly voluntary basis or for sufficient 
remuneration just to cover costs 
(61%). This figure speaks for itself as 
to the extent of the interest among 
older people In investing their time 
and energies in projects of this 
nature. 
When asked what sort of activities 
were most worth promoting, or which 
they felt might be most worth pro-
moting, interviewees demonstrated a 
marked preference for manual activi-
ties and those involving communi-
cation. Interest in the job resulting 
from it was marginal, which is under-
standable in the light of the fact that 
some 80% of respondents had been 
involved in that type of work through-
out their working lives. 
What the survey does reveal is 
that older people have a very clear 
idea of the kind of activity they would 
like to pursue - maintenance and 
mprovement of green belts, small-
scale market gardening, craft activities 
- with young people looking for a job, 
and educational activities in which 
they could pass on a lifetime's 
experiences and skills. 
The report contains a number of 
appendices, charts and tables, together 
with a bibliography of publications and 
legal instruments concerning the aged. 
Angelo Baglio 
60 
Helping the aged 
Preparing for retirement 
Housing and environment 
Two seminars organized by 
Eurolink-Age with the support of 
the Commission of the European 
Communities. 
Recent years have witnessed 
mounting Community-wide concern 
about the plight of the aged, aimed 
at widening the context of activities 
within which the issue is normally 
set - namely those of health care 
and social security. 
In its resolution of 12 February 1982 
on the situation of and difficulties faced 
by the Community's elderly, the Euro-
pean Parliament resolutely opted for a 
more global approach to the living con-
ditions of older people. There is still a 
long way to go, however, before any-
thing concrete emerges in a situation 
where the least that can be said is that 
the Community is faced with a wide 
range of challenges, first and foremost 
of which are those stemming from the 
provisions of the Treaties themselves. 
A very modest, but not insignificant, 
beginning was made with the writing of 
a 60 000 ECU appropriation into the 
Community budget to finance actions in 
favour of elderly people. First call on 
the funds will be actions to obtain a 
clearer picture of the wants and aspira-
tions of old people in the Member 
States, and what our society is doing to 
meet them. That, for example, was the 
goal of the 1982 study on the self-reli-
ance of the aged: Towards an improve-
ment in self-reliance of the elderly - In-
novation and new guidelines for the 
future.1 
It is also the objective of a piece of 
comparative research currently under 
way into the fringe benefits enjoyed by 
senior citizens in the Member States. 
Another step has been to arrange 
meetings between support organiza-
tions for the elderly, academics, social 
workers, government representatives 
and qualified experts from the various 
Member States for an exchange of 
views on the variety of problems faced 
by the elderly, discussions on the ap-
proaches and solutions adopted, and 
attempts to identify the main lines of 
possible Community action. 
That was the goal of a workshop 
organized by the Commission in 1982 
on the issues arising out of a health and 
welfare policy for the elderly.2 It was al-
so the aim of two recent seminars orga-
nized by Eurolink-Age with the support 
of the Commission. 
1. Preparation for 
retirement -
Dublin seminar -
December 1984 
While the nations of Europe try to 
adjust their aspirations and economies 
to an era in which high unemployment 
has become the rule rather than the ex-
ception, elderly people are finding 
themselves faced with an entirely new 
set of problems. Retirement is no long-
er the simple thing It once was; training 
is no longer the exclusive preserve of 
the young; unemployment is hitting the 
over-60s in a way never before en-
countered, and the questions of life-
style and independence are becoming 
things of greater immediate concern to 
the individual. 
These were some of the main 
themes emerging from the Eurolink-
Age seminar on preparation for retire-
ment. The seminar opened with a dis-
cussion on the practical and basic as-
pects of pre-retirement training, some-
thing to which too few old people en-
joyed access. 
It rapidly became clear, however, 
that these issues had to be looked at in 
the broader context of whether life pre-
pares us sufficiently for retirement. 
The participants first examined the 
stereotype of the elderly person hand-
ed down to young people, and to the 
generation gap which separated old 
from young. It emerged that the nega-
tive image of ageing, the misunder-
standings about, if not outright anta-
gonism to, the process, took root in the 
imagination at a very early age. A 
number of proposals were put forward 
to remedy the situation. 
The role of employers was also ex-
amined in detail. What could be done to 
' Available from the Commission of the European 
Communities, Directorate-General for Employ-
ment, Social Affairs and Education, 200, rue de 
la Loi, 1049 Brussels. 
2 The proceedings are shortly to be published un-
der the title: Individual choice and enabling 
structures - European directions in the care of 
the elderly available from the same address. 
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make planning for old age easier? 
Could the experience gained from 
working life be turned to use to trans-
form a seeming crisis into an opportun-
ity for personal development? How can 
education for retirement be extended 
and adjusted to make it more attractive 
to employers, with more adequate 
funding? Could the schemes set up in 
some private sector companies serve 
as an example? 
The seminar provided an opportun-
ity for an extremely worthwhile ex-
change of views and experiences. The 
participants agreed on a series of re-
commendations for Community and 
national action, including extending 
European Social Fund finance to train-
ing for non employment-related qualifi-
cations and activities. To maintain the 
job-related restriction was seen as an 
anachronism in this day and age. 
2. Housing and the 
environment of the elderly -
Cologne seminar -
January 1985 
The Community is as much con-
cerned by the living conditions of its 
citizens as it is by their working condi-
tions. It should therefore give a higher 
priority to housing, particularly old 
people's accomodation. The nature and 
comfort of their immediate environment 
play a decisive role in their ability to 
lead a dignified and successful life. 
That was the conclusion of the rec-
ent seminar on housing and the envi-
ronment of the aged. It is a matter of 
public policy in all Member States to 
encourage as many old people as 
possible to remain living in their own 
homes for as long as they can possibly 
cope. The elderly themselves show a 
preference for this and a marked aver-
sion to institutional care. 
The seminar had the benefit of the 
expertise and experience of Mr Alan 
Butler of the University of Leeds, who 
has conducted a detailed study for the 
Commission' of the accommodation 
cf. contribution to the workshop on the Issues 
contained in a health and welfare policy for the 
aged, above. 
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options open to old people. Specialized 
or sheltered homes should take their 
proper place within the broader setting 
of other policies (particularly health and 
social services). All those Involved had 
their own experiences to relate of situ-
ations in which the correct balance had 
(or had not) been achieved. 
Two Dutch initiatives attracted keen 
attention: shared housing programmes 
In which a group of elderly people were 
enabled to live or share their accom-
modation with younger people, and a 
new law making public grants for pri-
vate old people's homes dependent on 
their integration into the community. 
Integration, coordination and adjust-
ment were the key themes of the meet-
ing. Much work and research still re-
mains to be done, however, and the 
participants hoped that the Community 
would throw its weight behind pilot 
schemes enabling experts in the field 
(and first and foremost, old people 
themselves) to deepen and broaden 
the issues. As one participant remar-
ked, the fact that an idea has percolated 
through to Community level gives it a 
better chance of success with national 
and local authorities. 
Alain Coeffard 
The reports (in English and French) 
of both meetings, together with infor-
mation on Eurolink-Age, can be obtai-
ned from: 
Mr Alan Leaman, Eurolink-Age, 60 
Pilcairn Road, Milcham, Surrey CR4 
322, England. 
63 
Industry-university cooperation 
and technological change 
(Galway - Ireland, 
10-11 December 1984) 
A high-level conference was 
recently organized on the initiative 
of the Irish Presidency, supported 
by the Commission, to discuss the 
issue of industry/university cooper-
ation and technological change. 
More specifically, its aim was to ex-
amine how and why cooperation 
between industry and higher edu-
cation, advocated with proven suc-
cess in the fields of industrial poli-
cy, research and development and 
innovation, was not deemed equal-
ly necessary in training for, and the 
development of, businesses. At a 
more general level, the aim was to 
identify the human resource issues 
involved if the competitiveness of 
European industry was to be 
strengthened, and from there to 
map out the main lines of possible 
Community action. Some 130 high-
ranking experts from government, 
industry and academic life met to 
explore the problems emerging and 
to examine in detail innovative ap-
proaches adopted in Member 
States. 
The pace of growth of certain high technology sectors . Copyright Pitchal/R.E.A. 
The initiative owed nothing to mere 
chance. First and foremost, it grew out 
of the proposals put forward by the 
Commission to the Council in its com-
munication on technological change 
and social adjustment,' together with 
the conclusions adopted on those pro-
posals by the Councils of Education 
Ministers and Social Affairs Ministers 
held in June 1984. It was also the latest 
in a series of Community initiatives 
concerning new technologies, both in 
the field of education and training, and 
in the field of applied research and de-
velopment - notably the Esprit prog-
ramme. Over and above these antece-
dents, however, three major considera-
tions underlay the conference: 
(i) the requirements for skilled and 
highly-skilled manpower arising 
out of the introduction and deve-
lopment of new technologies; 
(ii) the contribution which education 
and training can make towards the 
process of industrial innovation; 
(iii) the speed with which knowledge 
becomes out-of-date and the re-
sulting need - at all levels and in 
the majority of fields - for regular 
updating/retraining courses. 
Without going into the fine details of 
each of these considerations, a word or 
two must be said about the issues aris-
ing from the setting in which the pro-
blem is placed. Thus, the necessarily 
incomplete data available show that, 
whatever may be the difficulty of quan-
tifying current and medium-term needs 
precisely, the labour market could 
undoubtedly absorb more engine-
ers and technicians. The indications 
are also that the pace of growth of cer-
tain high technology sectors, and more 
generally, the very rapid dissemination 
of the new technologies throughout in-
dustry and the service trades, will call 
for qualified staff in numbers exceeding 
the existing capacity of training 
systems. 
A number of points need to be made to 
qualify this general statement: 
(i) The supply of and demand for skill-
ed and highly-skilled manpower 
should be analysed against the 
more general background of the 
impact of new technologies on em-
ployment - in terms of both the 
COM (84) 6 final. 
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transfer and the creation of jobs 
associated with the introduction (or 
non-introduction) of a particular 
process or piece of equipment; 
(ii) The shortages of engineers and 
technicians frequently cited in var-
ious contexts concern the supply 
of qualified young people with a 
few years' experience at least as 
much as, If not more than, the 
numbers completing higher edu-
cation; 
(iii) Shortages tend to evolve in parallel 
with the technologies themselves. 
In this context, it should be pointed 
out that there is an ever-growing 
demand for young engineers and 
graduates possessing a combin-
ation of skills and qualifications in 
systems engineering. The very ra-
pid development of technology in 
these sectors will increase the de-
mand for young graduates and en-
gineers with a sufficiently flexible 
basic training. Other growth tech-
nologies require - and above all, 
are going to require - skills and oc-
cupational profiles which formal 
training structures are ill-equipped 
both quantitatively and qualitatively 
to supply: new materials, 'photon-
ics', biotechnology, etc. 
These shortages are not solely 
quantitative in character: qualitative 
inadequacies also occur, primarily 
as a result of the excessively aca-
demic nature of high-level initial 
training courses and the highly re-
strictive compartmentalization still 
to be found within universities, and 
indeed within firms. Even now, young 
graduates leaving universities or similar 
establishments all too often have very 
limited experience of industrial and 
economic realities. 
The same mode of analysis could 
be applied to the contribution made by 
training to the innovation process, how-
ever one chooses to define the innov-
ation - or the process - which, from 
conception through to development, 
leads to the introduction of new pro-
ducts, services, production methods or 
marketing management techniques, 
there is no question that universities 
constitute one of the main agents, both 
as regards research and its application 
in industry, and as regards the provi-
sion of services and, of course, training 
activities as such. 
This strengthening of interaction 
between the two agents in the innov-
ation process gains its full significance 
when seen In the light of regional deve-
lopment and the extent of the contribu-
tion made by small and medium-sized 
businesses in the growth sectors. 
Technological innovation - including in-
novation in the traditional sectors (the 
chemicals, engineering, steel, glass-
making, textile and clothing industries, 
etc.) - does not necessarily take place 
in a linear fashion following an input/ 
output model. 
It develops in a socioeconomic and 
industrial context heavily conditioned 
by regional and local characteristics - in 
terms of human and financial resources 
and traditions - and by the significance 
of the role played by innovative small-
and medium-sized businesses in car-
rying through the process. In this re-
spect, the universities, especially the 
new technically-orientated universities, 
can make a substantial contribution to 
the economic development of the re-
gions and communities in which they 
are located.1 
It now remains to consider the third 
facet of the situation outlined above -
i.e., the imperative of continuing 
education. It is a frequently stressed 
fact that engineers and technicians, 
among others, must retrain and update 
their knowledge throughout their work-
ing lives. This phenomenon is not con-
fined to a single discipline - it is en-
countered in all occupations as scienti-
fic and technological developments 
multiply, the frontiers of knowledge are 
pushed forward yet further and new 
fields of expertise appear which com-
bine and transcend already well-esta-
blished elements. It is a matter not only 
of updating scientific and technical 
knowledge, but also of learning how to 
apply the latter in the production pro-
cess, i.e. in industry and the service 
trades; this entails, amongst other 
things, the social and industrial man-
agement of the technologies involved. 
Neither the universities nor the sec-
toral professional organizations are 
strangers to this debate. Quite the con-
trary, in fact. Where the universities are 
concerned, indeed, continuing edu-
cation forms an all the more important 
facet of their role in that it can also re-
present a very effective instrument for 
the transfer of knowledge to help them 
adapt to the socioeconomic and in-
dustrial changes in their environment. 
Given that numerous initiatives of this 
kind have come into being in the un-
iversities, it is not unreasonable to sup-
pose that, through their contribution to 
continuing education, universities can 
not only help to improve the quality of 
their initial training courses, but also 
find an opportunity to evaluate more ac-
curately their socioeconomic effectiv-
ness, since exposure to a competitive 
market sensitive to the profitability of 
private sector provision will enable 
them to test their capacity to meet the 
requirements of their environment ef-
fectively. 
While this general analysis met with 
overall agreement from the partici-
pants, each Member State neverthe-
less had its own particular direct or indi-
rect ways of strengthening university/ 
industry cooperation over training. 
Among the initiatives aimed to improve 
the interface between industry and 
higher education can be listed the 
United Kingdom's Teaching Com-
panies, the Centres for the Transfer of 
Industrial Innovation set up in West 
Germany and Denmark, and the positive 
role played by the Science Parks in 
France and Ireland. 
In general, the participants felt that 
most of the initiatives discussed were 
directed primarily at applied research, 
with only an indirect spin-off on train-
ing, retraining and updating of know-
' cf. 'Analysis of experiments in the utilization and 
dissemination of new technologies via the esta-
blishment of new businesses with a view to pro-
moting local development.' Social Research, 
June 1984, Commission of the European Com-
munities. 
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. will call for qualified staff in large numbers 
ledge. The quantitative and qualitative 
shortfalls referred to earlier have led 
certain Member States to launch opera-
tions designed to increase the number 
of graduates in 'sensitive' areas and 
foster the adjustment of programmes 
and training content to industry needs. 
Conversely, the view was also stressed 
that it was imperative for European in-
dustry to develop a greater understand-
ing of the needs and capacities, not 
only of the universities, but the 
educational system generally - only by 
this could the distortions (including 
those in the industrial world) brought 
about by the short-sighted business 
logic of short-term gains be overcome. 
Above and beyond the need to rein-
force the quality and quantity of training 
in new technology, as well as retraining 
and further training measures, the parti-
cipants emphasized the fact that colla-
boration of that order should not be 
confined to technical and scientific 
skills only; it was equally essential to 
take account of certain social as-
pects concerned with the introduction 
of new technology in firms. Put another 
way, the implementation of an industrial 
Innovation policy also means that future 
managerial staff and engineers should 
be prepared to create and develop new 
Copyright Deville/Photo News 
business enterprises, in other words, 
the participants viewed training for 
management and social and industrial 
innovation as important. 
The conference organizers did not 
bind themselves to the goal of coming 
to any formal conclusions about what 
action the Community should take in 
this field. It was felt far more important 
to ask participants to sketch out the 
broad lines of possible Community acti-
on, the timeliness, not to mention the 
imperative need, of which had been a 
recurrent theme of the debate. Without 
going too closely into all the specific 
measures proposed by each partici-
pant, the following general considera-
tions are worthy of mention: 
(i) the establishment of joint training 
programmes, fostering increased 
two-way exchanges and training 
periods at Community level bet-
ween teachers (and students) and 
industry; 
(ii) the development of training mater-
ials and the enrichment of training 
content in specific areas of com-
mon interest, associating univers-
ity and industrial circles from sev-
eral establishments; 
(iii) the organization of high-level 
summer schools and seminars for 
working technicians and en-
gineers; 
(iv) teacher exchanges, allowing aca-
demics to gain practical experi-
ence of the actual needs of the in-
dustrial world; 
(v) setting up a European network of 
industry/university resource cen-
tres. 
It now remains for the Commission 
to concentrate its attention upon the 
outcome of the conference to decide 
whether the time is ripe for a Commun-
ity initiative - and whether such an ini-
tiative is feasible. At all events, it is in-
disputable that the qualitative and 
quantitative aspects of the issue of 
availability of human resources are piv-
otal to the implementation of an overall 
strategy directed towards strengthen-
ing the capacity of industry and control-
ling the social and cultural dimensions 
of new technology. 
Andre Kirchberger 
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Employment policy in the Member States 
In response to the wish expressed by Member States' delega-
tions In the Council to receive information on developments in na-
tional employment policies, the Commission set up a mutual Infor-
mation system called MISEP. The system operates on the basis of 
contributions from correspondents in public administrations or 
organizations and a Commission representative. 
It provides the relevant authorities In each Member State with 
regular quarterly information on measures and trends In the 
employment policies conducted In the other Member States. 
Social Europe presents a selection of the information exchang-
ed through MISEP in each issue. The Commission accepts no 
responsibility for the use of this information, which comes from 
official national sources. It is presented as a summary, on a regular 
basis to enlighten the reader on the evolution of various aspects 
linked to national employment policies. 
Developments at a glance 
Overall developments 
Denmark: 
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Ireland: 
Italy: 
United Kingdom: 
Labour market prospects 
ANPE budget 1985 
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Regional employment 
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Social security contributions 
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Germany: 
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Replacement contracts 
Career breaks 
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Part-time work . 
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Temporary work agencies 
Balkan discussions 
School leavers' survey 
After school 
Trade Union Act 1984 
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Overall 
developments 
Denmark: Expectations as 
regards developments on 
the Danish employment 
market 
In the course of 1984 total employ-
ment in Denmark rose by about 
40-45000 persons. This represents an 
employment increase of 2% compared 
with 1983. At the same time, unem-
ployment had fallen by about 20000 
persons at the end of the year. This 
implies a growth in the labour force of 
35-45000 persons compared with a 
normal increase of about 25000 
persons. 
Growth in the labour force in 1985 is 
expected to fall back to its normal level. 
However, the estimate is surrounded 
with some uncertainty as the private 
sector - mainly manufacturing indus-
tries - is experiencing a period of 
strong growth. This may make it pos-
sible for more young persons than usual 
to break off their education in order to 
get a job. Likewise, it is possible that 
older workers postpone the timing of 
their retirement from the labour market 
as employment prospects improve. 
Although the increase in employ-
ment is expected to continue through-
out 1985 it will not be at the same rate 
as in 1984. There are three reasons for 
this: firstly, manufacturing industries 
cannot be expected to increase their 
growth rate further, having experienced 
a growth of about 8% in 1984; second-
ly, the building and construction sector 
is expected to stagnate in 1985 as a re-
sult of a slight fall in house building and 
decreasing investments in energy pro-
jects - in 1984 it experienced a growth 
rate of about 8-9%; finally, the remain-
ing occupational and Industrial invest-
ments are expected to be on a level 
with 1984. 
The overall impact on unemploy-
ment will be that the fall which began in 
1984 is expected to continue in 1985. 
Thus average total unemployment will 
be about 165000 persons or about 
13000 persons less than in 1984. 
France: ANPE 1985 budget 
In 1985 the ANPE (National Em-
ployment Agency) budget will amount 
to FFR 2.667m i.e. an overall increase 
of 11.7% compared with 1984. 
Given the stringency measures 
within which the State budget has been 
worked out (a small increase In operat-
ing amounts and stagnation in persons 
employed), the ANPE budget is foc-
used on the guidelines set out in the 
IX Plan for economic and social deve-
lopment voted by Parliament. 
1. Programme for helping 
jobseekers 
(i) There will continue to be an indivi-
dualized follow-up of jobseekers 
reaching their 4th and 13th month 
of unemployment. This prog-
ramme, which was launched as a 
prolongation of the scheme for 
long-term unemployed persons 
aims to mobilize services provided 
for jobseekers in order to foster 
their redeployment: techniques for 
job search, in-depth guidance ses-
sions, evaluation of the level of vo-
cational abilities, and vocational 
questionnaires. A budget of FFR 
121m has been allocated to this 
programme. 
(ii) Assistance to jobseekers to en-
courage geographical mobility 
(transport vouchers and allow-
ances for job search). A budget of 
FFR 31.5m has been allocated to 
this programme. The conditions 
under which this aid is being given 
are being reexamined by the ANPE 
managing board to enlarge its use. 
(iii) ANPE action for wage-earners af-
fected by industrial restructuring. A 
specific budget of FFR 7m has 
been earmarked for the first time in 
1985 for ANPE to finance internal 
actions in this area. 
2. Continuation and 
development of ANPE 
computerization 
ANPE's budget for computerization 
in 1985 is FFR 128m compared with 
FFR 56m in 1984. It consists of two 
parts: operational computerization 
(managing job offers and demands) 
and computerizing the administration 
and financial management of the esta-
blishment. 
3. Physical facilities 
Affected by budgetary restrictions, 
this programme envisages an additio-
nal 17000 square metres. 
4. The continuation of the 
training effort begun in 1984 
A budget of FFR 23.4m will enable 
100000 trainee days to be provided, 
60% of which will be devoted to the re-
current training of the present staff. 
The overall structure of ANPE's 
budget has continued to change in 
1985 as in the previous two years: the 
increase in the amount of money allo-
cated to financing equipment and inter-
vention materials reflects the greater 
use of technology in ANPE's ope-
rations. 
IRELAND: Protection 
of employees 
(Employers' Insolvency) 
Act, 1984 
This Act was passed by the 
Oireachtas (Parliament) in November 
1984. It applies to insolvencies arising 
as and from 22 October 1983, and is 
designed to protect employees' Inter-
ests relating to pay in the event of their 
employer becoming insolvent. 
The Act extends the Redundancy 
Fund which was already in existence 
and retitles It as the Redundancy and 
Employers' Insolvency Fund. Under 
the Act, claims in regard to wages, ar-
rears of statutory minimum wages, holi-
day pay, sick pay, entitlements under 
the Anti-Discrimination (Pay) Act, 1974, 
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the Employment Equality Act, 1977, the 
Minimum Notice and Terms of Employ-
ment Act, 1973, the Unfair Dismissals 
Act, 1977, civil court orders In respect 
of wages, sick pay, holiday pay or unfair 
dismissal and outstanding contributions 
to company pension schemes, will be 
met from the Fund subject to certain li-
mits and contributions. 
The Act also reduces the weekly 
threshold for eligibility under the Re-
dundancy Payments Acts from 20 
hours to 18 hours and under the Min-
imum Notice and Terms of Employment 
and Unfair Dismissals Acts from 21 
hours to 18 hours. 
European Community reference: 
Council Directive of 20 October 1980 -
approximation of laws of Member 
States relating to the protection of em-
ployees in the event of insolvency of 
their employer. 
Italy: Regional 
employment commission 
Law No 863 of 19. 12. 1984 voted 
after amendment of DL 726 (decree 
with the force of law) of 30. 10. 1984 
(formerly decree No 94) 
Law No 863 has brought new types 
of work contracts into the Italian legal 
system. It deals in particular with the 
solidarity contract, the training and work 
contract and the part-time contract. It 
also introduces the possibility of hiring 
by name (nominativamente) 50% of the 
manpower which is taken on nume-
rically (numericamente). 
Furthermore, Article 4 sets out the 
composition of the regional employ-
ment commission 
(a) the Minister for Labour and Social 
Insurance or an Under-Secretary 
of State of the same ministry or the 
director of the regional labour and 
employment office or else, in the 
case of his absence or impedi-
ment, another officer of equal rank. 
This member assumes the func-
tions of president; 
(b) a member of the regional council 
appointed by the president of this 
same council, with the functions of 
vice-president. The vice-presi-
dent, with the previous agreement 
of the president, can convene the 
commission and fix the agenda; 
(c) two members appointed by the re-
gional council of the region in ques-
tion, having a single vote; 
(d) six members appointed by the most 
representative trade union organi-
zations at the national level; 
(e)four members appointed by the 
most representative employers' as-
sociations at the national level; at 
least one of these must be appoint-
ed by the associations of enterpris-
es having State shareholding and 
one by the associations of coopera-
tives in areas in which these have 
special importance as regards em-
ployment; 
(f) two members appointed by the 
most nationally representative non-
industry employers' associations 
and by organizations of self-em-
ployed persons, provided they are 
represented in CNEL (National Eco-
nomic and Labour Council). 
Every full member of the regional 
employment commission, with the ex-
ception of the president and the vice-
president, will have an alternate. 
The regional employment commis-
sion is convened by the president or 
the vice-president and whenever a re-
quest is made by half the members 
plus one. 
Meetings of the commission can be 
attended and addressed by the follow-
ing persons: the head of the regional 
labour inspectorate, the director of the 
regional labour and employment office 
and one member, appointed by the 
Minister for Labour and Social Insu-
rance, entrusted with advising on the 
implementation of principles of equal 
treatment between men and women as 
regards work. An officer of the regional 
labour and employment office having a 
grade not inferior to that of a divisional 
director acts as secretary to the com-
mission. 
According to the matter to be dealt 
with and taking into account the charac-
teristics of the labour market, other per-
sons can be invited to participate in the 
commission's work or admitted without 
voting rights, such as representatives 
of trade union organizations of an in-
dustry or a sector, the chief regional 
school inspector or one of his deputies, 
or representatives of universities of that 
region, appointed by the respective 
rectors. 
United Kingdom: 
Enterprise zones 
Enterprise zones (EZs) were started 
as an experiment in the UK to see how 
far private sector activity could be sti-
mulated in run-down urban areas by 
the removal of some tax burdens and 
by relaxing or speeding up certain bur-
eaucratic controls. 
The Individual sites chosen for EZ 
status vary widely but all are located in 
areas of above average unemployment. 
In size they range from about 50 to over 
450 hectares. EZs are not part of regio-
nal policy nor are they directly connect-
ed with any of the government's other 
policies such as those for inner cities or 
derelict land. The sites chosen conti-
nue to benefit from whatever aid is 
available under these policies. 
There are now 25 EZs in existence. 
Eleven of these were designated be-
tween June 1981 and April 1982 and 
the remaining 14 were designated bet-
ween July 1983 and April 1984. 
Each EZ lasts for a period of 10 
years from the date on which it was 
designated and during that time the fol-
lowing benefits are available to both 
new and existing industrial and com-
mercial businesses: 
(i) exemption from rates (local pro-
perty taxes) on industrial and com-
mercial property; 
(ii) exemption from Development 
Land Tax; 
(iii) 100% allowances for corporation 
and income tax purposes for capi-
tal expenditure on industrial and 
commercial buildings; 
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(iv) employees are exempt from in-
dustrial training levies and from 
the requirement to supply infor-
mation to industrial training 
boards; 
(v) a greatly simplified planning re-
gime: developments that conform 
with the published scheme for 
each zone will not require indivi-
dual planning permission; 
(vi) those controls remaining in force 
will be administered more 
speedily; 
(vii) applications from firms in EZs for 
certain customs facilities will be 
processed as a matter of priority 
and certain criteria relaxed; 
(viii) government requests for statistical 
information will be reduced. 
The Department of the Environ-
ment, who have policy responsibility for 
EZs, commissioned a firm of private 
consultants to monitor the progress of 
the first 11 zones. In their third and final 
report, published in January 1984, the 
consultants found that by 31 December 
1983 the zones had been successful In 
attracting over 1000 firms providing 
some 10000 jobs, half of which were 
new ones. 
Further monitoring of the zones is 
now being carried out using govern-
ment data. The results of this are not 
yet available. However, reports receiv-
ed from the promoters of the 14 new 
EZs, at meetings with ministers, indi-
cate that these zones are particularly 
successful in attracting new firms. 
Employment 
maintenance 
Germany: Extending the 
allowance for short-time 
working 
The Federal Ministry for Labour and 
Social Affairs has brought in a statutory 
order enabling firms which are on 
short-time working for a protracted per-
iod to continue to pay a short-time al-
lowance in 1985 for 24 months. The 
new order is in force until 31 March 
1986. The legal openings for extending 
the duration of claiming short-time allo-
wances have thus been fully ex-
hausted. 
Legally, a company cannot draw on 
short-time allowances for longer than 
the maximum period of time set out by 
law. Firms working short-time which 
come up against the maximum time li-
mits without being able to revert to full-
time working on a permanent basis, are 
being advised - in accordance with the 
statutory regulation - t o create the nec-
essary conditions for re-qualifiying for 
short-time allowances by not drawing 
on them for at least three months. 
The maximum length of payment of 
short-time allowances In 1985 was ex-
tended by an order of 17 December 
1984 to 24 months. The special ruling 
for steel companies expired on 31 De-
cember 1984. 
Italy: Social security 
contributions 
Decree with the force of Law 
No 900 of 22 December 1984 extends 
the reduction in social security charges 
and the relief in contributions in the 
Mezzogiorno. 
The decree provides for: 
(i) the extension until 31 May 1985 of 
the reduction in social security 
charges; 
(ii) the extension until 31 May 1985 of 
the relief in contributions in the 
Mezzogiorno. 
The cost of implementing the de-
cree is estimated at LIT 4 775 000 mil-
lion in 1985. 
The decree, which comes into oper-
ation immediately, has to be passed by 
the Chambers within 60 days. 
Germany: Improving the 
unemployment insurance 
coverage of older workers 
The proportion of persons drawing 
unemployment benefit in the grand to-
tal of those drawing benefits for the un-
employed (unemployment benefit and 
unemployment assistance) has declin-
ed considerably since 1983. This can 
be explained in particular by the in-
creasing length of unemployment of 
older workers. 
To counteract this development, the 
maximum length of time for which un-
employment benefit can be claimed 
was raised as of 1 January 1985 from 
12 to 18 months for persons having 
completed their 49th year at the mo-
ment they qualified for unemployment 
benefit and having been employed and 
paid contributions for at least six of the 
last seven years. This extension in the 
payment of unemployment benefit is 
included in the amendment to the Em-
ployment Promotion Act and the Pen-
sions Insurance Act. Since there is ex-
pected to be an improvement in the la-
bour market situation in the foreseeable 
future, the regulation was limited to 
31 December 1989. 
Prevention of abuse 
As of 1 January 1985, the period of 
disqualification will be raised from 8 to 
12 weeks for persons having brought 
about their own unemployment. The 
aim is to improve the prevention of ab-
uses. This regulation is linked with the 
extended duration of the entitlement to 
unemployment benefit and is hence al-
so limited to 31 December 1989. 
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Lowering the contribution rate 
The lower demand on resources of 
the Federal Employment Institute has 
enabled the contribution rate to be low-
ered from 1 January 1985 by 0.2% to 
4.4% (2.2% each for the employer and 
the employee). The Act provides at the 
same time for an increase in the contri-
bution to the pension insurance from 
18.5% to 18.7%. 
Netherlands: Female 
jobseekers aided 
10%, or HFL 35m, of the financial 
resources which the regional labour of-
fices (GABs) can draw on in 1985 with-
in the framework of the programme 
budgeting system (the so-called 'task 
assigning policy') are earmarked for 
women wanting to enter or re-enter the 
labour market. To this end, they can 
take advantage of training in applying 
for a job, vocational guidance and work 
experience projects, training projects, 
individual training activities and place-
ment promotion measures. 
Training 
Germany: Training 
disadvantaged youths 
The Federal Government has pro-
vided another 5 000 places on a pro-
gramme for promoting the vocational 
training of disadvantaged young 
people. The programme seeks to pro-
vide recognized vocational training to 
young people who have social, perso-
nal or educational deficiencies. 
The amount allocated to the pro-
gramme in the 1985 budget has been 
increased by a further DM 86m to a to-
tal of DM 256m. During the 1984/85 
training year, this sum will provide 
18 500 young people with training in a 
recognized trade, some 13 500 in gen-
eral training establishments and up to 
5 000 within companies drawing on the 
support of experienced monitors. 
37% of the programme participants 
are foreigners. In the 1983/84 training 
year, the proportion of girls among the 
German participants reached 43%, 
which exceeded the proportion of girls 
in the dual system. The proportion of 
girls among the foreigners was 17% 
compared with 10% in the first two 
years. 
Training schemes under the pro-
grammes are currently being carried 
out by some 350 programme operators 
Helping women to re-enter the labour market Copyright Maillac/R.E.A. 
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in virtually all employment office areas. 
Training is in 189 occupations, the 
greatest proportion being in engineer-
ing (39%). 
In the framework of the enlarged 
programme, regions with relatively few 
training places will be provided with a 
one-off number of 2 500 training places 
in the 1984/85 training year which are 
to be given to unsuccessful applicants 
for other training places who have com-
pleted short-course secondary school 
('Hauptschule'). This should provide an 
additional contribution to improve the 
situation as regards training places for 
girls. 
European Community reference: 
Council Resolution of 11 July 1983 on 
vocational training policies in the Com-
munity in the 1980s. Training the youth Copyright Versele/Photo News 
United Kingdom: Proposed 
experimental training 
loans scheme 
In the White Paper 'Training for 
Jobs' (Cmnd 9135, January 1984) the 
Government announced its intention of 
examining the possibility of introducing 
a scheme of loans for adults who want 
to finance training of their own choice. 
The results of that examination were 
published by the Secretary of State for 
Employment in a consultation paper in 
November 1984. 
Subject to the outcome of consulta-
tions, it is proposed to mount an experi-
mental pilot scheme of training loans, to 
begin in the financial year 1985/86 for 
which an additional UKL 5m has been 
set aside. The pilot scheme would be 
separate from and additional to existing 
training arrangements. 
The proposed scheme could be one 
way of providing wider opportunities for 
adults to acquire and improve their 
skills, which is one of the national train-
ing objectives. It is in line with the gov-
ernment's policy to encourage people 
to regard training as an investment and 
to encourage individual enterprise. 
The main purpose of the proposed 
pilot scheme is to test the market for 
people who may want to undertake 
training independently of either their 
employer or the government. 
The pilot scheme would be closely 
monitored in order to assess its long-
term viability and whether, in time, a 
permanent scheme might be in-
troduced. 
The main features of the proposed 
pilot scheme are: 
(i) loans would be shared between 
the government and existing finan-
cial institutions such as banks; 
(ii) individuals would apply directly to a 
financial institution participating in 
the scheme, which would handle 
all administration; 
(iii) the loan would be made in com-
mercial terms with payments made 
to the financial institution according 
to a timetable negotiated between 
it and the applicant; 
(iv) the financial institution would as-
sess the risks and determine the 
terms on which it would be prepar-
ed to offer the loan; 
(v) the loan could cover maintenance 
as well as fees and the individual 
would be expected to contribute, 
for example, 20% of the total cost, 
with the remainder as a loan; 
(vi) the type of courses covered would 
be vocational full-time, part-time or 
'distance learning' courses; 
(vii) it would only be open to adults 
aged at least 21, resident in Great 
Britain and who do not receive any 
other form of public support for the 
course in question. 
Scale of the pilot scheme 
The Government is prepared to ear-
mark UKL 5m for the pilot scheme to be 
allocated to participating financial insti-
tutions and passed on by them in the 
form of loans. With matching contribu-
tions from the financial institutions this 
would enable some 10000 loans ave-
raging around UKL 1000 each to be 
made. 
European Community reference: 
Council Resolution of 11 July 1983 on 
vocational training policies in the Com-
munity in the 1980s. 
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Job creation 
Belgium: Extending the 
replacement contract 
Law of 22 January 1985 - Chapter IV -
Section 4 - Subsection 1 
The principle 
To ensure that the work that is avail-
able is better distributed and to facilitate 
hiring temporary workers to replace 
workers whose contract of employment 
has been suspended, this law extends 
to all workers the possibility of signing a 
replacement contract which has until 
now been reserved solely for em-
ployees. 
Furthermore, whereas the current 
ruling only allows a 'replacement con-
tract' to be signed in cases of military 
service or of incapacitation for work, the 
new provision authorizes such a con-
tract to be concluded in all cases where 
a contract Is suspended, except in 
cases of lack of work resulting from lay-
offs (economic reasons), the weather, 
strikes or lock-outs. 
The person replacing the worker 
whose contract is thus suspended can 
be hired under conditions which depart 
from the rules of the law of 3 July 1978 
relating to contracts of employment in 
as far as the duration of the contract 
and the period of notice are concerned. 
Given the range of situations, the 
parties themselves decide whether or 
not there is a period of notice and its 
clauses. 
Need to put matters in writing 
In order to avoid any improper 
pressure on the worker, the reasons 
for and the identity of the worker(s) 
replaced as well as the conditions for 
hiring must be put into writing for each 
individual worker at the very latest at 
the time of his entering service. 
Maximum length: two years 
The maximum duration of the re-
placement contract is two years. This 
holds for successive contracts con-
cluded with the same worker without 
there being any break attributable to the 
latter between these contracts. 
Where there is nothing in writing or 
where the two year period is exceeded, 
the contract falls under the same condi-
tions as contracts concluded for an in-
definite period of time. 
Belgium: Career breaks 
Law of 22 January 1985 (Chapter IV -
Section 5) 
This scheme consists of two parts: 
the first enables the King to award, sub-
ject to certain limits and conditions, an 
allowance to a worker whose contract 
of employment has been suspended: 
the second contains special provisions 
for workers so that the National Em-
ployment Office (ONEm) can, under 
certain conditions, pay an allowance to 
full-time workers who want to carry on 
working but on a half-time basis. 
1. Career break 
The law enables workers having at 
least six months seniority within the en-
terprise and giving three months notice 
either: 
(i) to suspend their contract of work or 
employment completely for a period 
of between six months and one year 
on the basis of a one-off agreement 
between the employer and the 
worker; or 
(ii) to request that a collective work 
agreement be applied which fore-
sees such a suspension provided 
that the worker is replaced by a per-
son drawing full unemployment 
benefit. 
This claimant of full unemployment 
benefit can carry out a completely dif-
ferent job from the replaced worker tak-
ing a career break. 
The law regulates protection against 
dismissal in cases where a worker 
makes use of the opportunity of taking 
a career break. The employer is not al-
lowed to take any action aimed at af-
fecting the work relationship except for 
serious 'sufficient' reasons. A reason is 
deemed 'sufficient' if it would be con-
sidered so by a judge, and if its nature 
and origin fall outside the suspension 
envisaged here. 
If, despite these provisions, an em-
ployer unilaterally puts an end to a work 
contract or terminates it without a se-
rious or sufficient motive, he will be re-
quired to pay a lump sum compen-
sation equal to six months pay, without 
prejudice to the compensation due to 
the worker in the case of his work con-
tract being broken. 
2. Possibility of continuing 
to work half-time 
The same law provides for two pos-
sibilities for the worker having served 
the same enterprise for at least six 
months and giving three months 
notice: 
(i) to request half-time work on the ba-
sis of an agreement with his em-
ployer; or 
(ii) to request that a collective work 
agreement be applied which provid-
es for such a system. 
In both cases the workers have to 
be replaced by a worker drawing full 
unemployment benefit. 
If a worker aged 50 years or more, 
who has made such an agreement or 
has asked for the collective work 
agreement - which provides for a sim-
ilar regulation - to be applied, is dis-
missed by his/her employer, the length 
of his/her period of notice must be de-
termined as if he/she had still been em-
ployed full time. 
For calculating the allowance com-
pensating for notice, account must also 
be taken of the length of the period of 
notice which would have been required 
if the worker had continued to work full 
time. 
3. Break allowance 
The worker who reaches an agree-
ment with his/her employer either to 
suspend his/her work contract com-
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pletely, as provided for under 1, or to 
work half time from then on, as provid-
ed for under 2, or who asks for a collec-
tive work agreement to be applied 
which covers such a suspension or 
such a half-time system, will receive an 
allowance provided he/she is replaced 
for the same period by a person draw-
ing full unemployment benefit. The 
rules and regulations concerning the 
granting of this allowance will be set out 
in a royal decree. 
4. Social security aspects 
The necessary measures will be 
taken to adapt legislation relating to so-
cial security for the benefit of the work-
ers included under points 1 and 2 
above. 
The employer who does not respect 
the obligation he/she has signed of re-
placing these persons by a person 
drawing full unemployment benefit has 
to pay ONEm a lump sum equal to the 
amount of the allowance made to the 
worker. 
The conditions laid down under 1 
and 2 above can, under certain condi-
tions, be extended to statutory and/or 
temporary staff employed by the State, 
provinces, municipalities and public 
establishments which are dependent 
on them. 
Germany: Changes 
in job creation ('ABM') 
regulations 
Changes in the rules on Implement-
ing job creation measures ('ABM') 
were introduced on 1 March 1985. 
These are spelt out in the order of 
the governing body of the Federal Em-
ployment Institute of 13 December 
1984 which is designed to make the 
whole system more practical. 
Changes concern: 
(1 ) The target group. That of 'the diffi-
cult to place' has been enlarged to 
include: 
(a) the long-term unemployed 
(those out of work for 12 
months or more); 
(b) persons over 50 years of age 
(the previous figure was 55); 
(c) young people under 25 years 
of age who will not in the fore-
seeable future be able to be 
placed in vocational training 
or on a vocational training 
scheme. 
(2) The temporary measures for the 
benefit of unemployed trainers 
have been extended to 31 Decem-
ber 1987 (5a). 
(3) In determining the amount of the 
subsidy, the interests of the pro-
gramme operator and his/her own 
resources have in future to be 
weighed up against the labour 
market impact of the scheme (10). 
The subsidy should amount to 
60% to 80% of the remuneration 
to be paid. 
For schemes which deal mainly 
with workers falling into the diffi-
cult-to-place group, the rate of the 
subsidy can amount to: 
(a) 100% in so-called 'bad labour 
office areas' (according to 87, 
section 2, p. 3 AFG); and 
(b) 90% in the remaining labour 
office areas (with the excep-
tion of those having relatively 
good labour market situa-
tions). 
The accounting procedures have 
been significantly simplified. 
Special categories 
of workers 
Belgium: Premium for 
foreigners to return home 
Law of 22 January 1985 (Chapter IV -
Section 8) 
Foreigners who have been receiv-
ing unemployment benefit for more 
than a year can, on their request, re-
ceive a 'reinsertion premium'. 
The scheme is based on the volun-
tary departure of the persons in ques-
tion as well as of their financially de-
pendent relatives and relations living 
with them. This is defined as any per-
son not having earned income of at 
least BFR 160000 per year - this 
amount being linked to the cost of living 
index of the Kingdom. 
The following groups of persons do 
not qualify for the scheme: beneficiar-
ies of EEC rules and directives as well 
as comparable categories, political re-
fugees as well as comparable catego-
ries, and foreigners who have been 
detained or expelled. 
The decision to grant a premium is 
deferred if the beneficiary is in custody 
resulting from an administrative or ju-
dicial decision. Granting the premium 
invalidates the work permit and the re-
sidence permit of the beneficiary of the 
premium and of the relatives and rela-
tions who must accompany him. The 
beneficiary as well as the aforemen-
tioned relatives and relations will no 
longer be admitted as of right to reside 
in the Kingdom for more than three 
months. 
The reinsertion premium is, in prin-
ciple, equal to 312 times the daily 
amount of the unemployment benefit 
received for the last day of indemnifi-
cation. The premium is increased: 
(i) by BFR 50000 for the spouse ad-
mitted or authorized to reside in the 
Kingdom or authorized to set up 
home within It and living with the be-
neficiary of the premium at the time 
of his/her applying for it; 
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(ii) by BFR 15000 for each single legiti-
mate, natural or adopted child aged 
less than 18 at the time of making 
the request who lives under the 
same roof, as well as for children 
over 18 years of age who can claim 
family allowances. 
Increases are not granted for per-
sons who could themselves claim a re-
insertion premium. 
Denmark: Long-term 
unemployed - training 
offer and new enterprise 
allowance 
Under the job offer scheme - as it 
has been operating until now - unem-
ployed persons have been entitled to a 
job offer of seven months' duration (in 
the public sector) or nine months' dur-
ation (in the private sector) after two 
years of unemployment during which 
period they were receiving unemploy-
ment benefits. On termination of the job 
offer period they again qualified for un-
employment benefits and they could 
thus continue in an uninterrupted chain 
of unemployment benefits and job 
offers. 
These repeated job offers alternat-
ing with periods of unemployment do 
not open up any real perspectives and 
provide only poor chances of returning 
to employment. To improve their 
chances of becoming engaged in some 
useful and constructive activities in the 
form of training or setting up a busi-
ness, the following proposals have 
been made to change the job offer 
scheme. 
Training offer 
Unemployed persons who have al-
ready been through one job offer and 
who have reached the age of 25 are 
now offered 18 months' training during 
which they receive a training allowance. 
The training must take place within the 
first two and a half years with unem-
ployment benefits after termination of 
the job offer period. The training allow-
ance corresponds to the amount of the 
unemployment benefits which the un-
employed persons would be entitled to, 
as opposed to the training allowance for 
young unemployed persons under the 
age of 25 where the allowance corres-
ponds to half the maximum amount of 
unemployment benefits. 
The normal training period with a 
training allowance may last up to 18 
months, but it will be possible to pro-
long It by a further period of up to six 
months. 
During the training period the un-
employed person is not under any duty 
to interrupt the training in order to take 
on appropriate or reasonable work. 
The whole training system Is open 
to the unemployed. The government 
will ensure that a sufficient number of 
training offers are available in fields with 
good employment prospects. The train-
ing offers are adapted to both the need 
for further and advanced training of the 
unemployed and to the demand for la-
bour on the labour market, taking regio-
nal differences into account. 
Allowance to entrepreneurs 
In addition to the training offer it will 
also become possible to set up a busi-
ness with an allowance. This will cor-
respond to 50% of the maximum rate of 
unemployment benefits, I.e., about 
DKR 52000 per year for persons who 
are insured full-time against unemploy-
ment and nearly DKR 35000 for per-
sons insured part-time. The allowance 
may be granted for up to three and a 
half years after termination of the job 
offer period. During this period it will be 
possible to revert to the employee 
status. 
A person becoming unemployed 
after the first job offer will thus have the 
following options: participating in train-
ing with a training allowance, setting up 
his/her own business with an allow-
ance for entrepreneurs or receiving un-
employment benefits as an ordinary 
jobseeker. 
A person having undergone voca-
tional training of at least 18 months' 
duration will - if he/she becomes 
umemployed on completion of the 
training - receive unemployment bene-
fits at the special starting rate for per-
sons who have just completed training, 
i.e., about DKR 83000 per year. A per-
son who has been in employment for 
26 weeks will - as under the old 
scheme - again be entitled to unem-
ployment benefits. In both cases the 
person concerned will thus have ob-
tained such an attachment to the labour 
market that he will be entitled to a job 
offer after a certain period of unem-
ployment. 
If an unemployed person does not 
undergo vocational training of at least 
18 months' duration or does not obtain 
26 weeks' employment he/she pre-
serves his/her right to unemployment 
benefits for a total period of two and a 
half years after termination of the first 
job offer in accordance with the existing 
rules. It is also intended to prolong the 
period for which an unemployed per-
son Is entitled to unemployment bene-
fits but benefits are paid at a lower rate. 
Extension of the benefit period 
During the first year of the extended 
benefit period the unemployed person 
70% of the maximum amount of un-
employment benefits, i.e., about DKR 
73000 per year. After this period he will 
receive 55% of the maximum amount 
of benefits, i.e., about DKR 57000 per 
year. There is no time limit as regards 
this last-mentioned rate of benefits. 
For members whose benefit period has 
been extended the rule concerning re-
fusal of job offers have become stricter. 
Thus the unemployed person now has 
a duty to take on 'reasonable' work -
and not as previously 'appropriate' 
work - to which he is assigned by the 
public employment service. The public 
employment service has also been 
asked to Intensify its activities to 
provide jobs for these categories of the 
unemployed. 
Advancing the time of the job 
offer 
As a further improvement of the job 
offer scheme, consideration is being 
given to advancing the time at which 
the job offer Is made to unemployed 
persons who have attained the age of 
25 so that the job offer is given after 
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one and a half years of unemployment. 
Legislation in this field currently provid-
es for the job offer to be given after 21 
months of unemployment, but on aver-
age it is given after 22 to 23 months of 
unemployment. 
Advancing the time will take place 
administratively in line with the dimi-
nishing pressure on the job offer 
scheme. 
European Community reference: 
Council Resolution of 13 December 
1984 on action to combat long-term un-
employment. 
Italy: Special youth 
employment project 
The Ministry of Labour has propo-
sed and the Council of Ministers appro-
ved a bill concerning a special project 
for the employment of young people. 
The bill is at present (January 1985) be-
ing examined by Parliament. 
The bill provides for temporarily hir-
ing 30000 young persons aged be-
tween 18 and 29 years by means of a 
training-work contract. Applicants have 
also to have been, at the date of sub-
mitting the project, registered for at 
least 12 months in the first and second 
category of the placement lists. Pro-
jects are approved by the Minister for 
Labour after seeking the advice of an 
appropriate evaluation unit. Hirings can 
be made either by private companies or 
by public for-profit corporations. Em-
ployers are responsible for the training 
courses for which LIT 279000 million 
has been allocated for the two year pe-
riod 1985/86. 
Priority will be given to areas with a 
high level of youth unemployment, 
young persons who are difficult to inte-
grate into working life, and employment 
projects which have been agreed to 
with the trade unions. 
Wage subsidies of 15% to 40% are 
foreseen for the training period. A grant 
of LIT 100000 per month for a one year 
period will be made for each worker 
who will subsequently be kept in em-
ployment for an indefinite period of 
time. 
European Community reference: 
Council Resolution of 11 July 1983 on 
vocational training policies in the Com-
munity in the 1980s. 
Netherlands: Experimental 
START project 
Termed 'JOB', an experiment has 
been launched in the catchment areas 
of the Veendam, Enschede and Nieuwe 
Waterweg-Noord (Schiedam) labour 
offices. Its aim is to provide long-term 
unemployed youths with work experi-
ence through temporary employment 
agencies. Thus the START project of 
the Minister for Social Affairs and Em-
ployment has been implemented for an 
experimental period until 1 April 1985. 
The Cabinet has allocated HFL 100 m 
aimed in the first instance at putting 
some 16 000 young people to work in 
temporary jobs. They represent nearly 
one third of the total long-term unem-
ployed young people (50 000). 
Employers from both the market 
and non-trading sectors have been 
asked to offer an opening of from 20 to 
32 hours per week. The persons con-
cerned sign a subcontracting agree-
ment with START - the temporary work 
agency in which the State as well as the 
trade unions and the employers' orga-
nizations are involved. This has the ad-
vantage for the employer of avoiding 
administrative bother and of reducing 
complications at the beginning and end 
of an employment contract. Further-
more, employers receive a wage sub-
sidy amounting to 33 % of the mini-
mum (youth) wage. 
The minister has enlisted the servi-
ces of START since its administrative 
set-up enabled it to meet the require-
ments of carrying out the project. 
Netherlands: 
Proposed amendment to 
the Sheltered Labour Act 
(WSW) 
One of the amendments to the 
Sheltered Labour Act (WSW) which has 
been submitted to the Second Cham-
ber involves the introduction of a mini-
mum age of 18 years for persons to be 
considered for sheltered employment. 
The introduction of this minimum age to 
qualify for sheltered employment links 
up with other sub-divisions of the social 
security system. In the explanatory 
note to the bill the government states 
its opinion that until the age of 18 young 
persons should normally count on 
being provided for by their parents. 
A second modification to the WSW 
aims at having foreigners, legally living 
in the Netherlands, admitted to shel-
tered work in the same way as Dutch 
nationals. Until now in order to be ad-
mitted to sheltered employment, for-
eigners had to go through a procedure 
for equal treatment. 
Thirdly, it is proposed to drop the 
compulsory registration at the labour 
office for those in sheltered employ-
ment. At present, anyone accepting 
sheltered work has to remain regis-
tered as a jobseeker at the labour off-
ice. The regulation is based on the pre-
mise that sheltered employment has 
undoubtedly a rehabilitating character 
and that many persons will be able to 
go on from there to normal working life. 
But it has become evident that compul-
sory registration is no longer meaning-
ful since only a very few workers move 
on from sheltered work to other work. 
The majority remain dependent on 
sheltered work for permanent em-
ployment. 
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Working time 
Netherlands: Early 
retirement regulations 
(VUT) 
A recent study by the Ministry of 
Social Affairs and Employment shows 
that most workers are covered at pre-
sent by a regulation on early retirement 
(VUT). This is the case of almost 90% 
(more than 2 million workers) who are 
covered by a collective agreement. 
Such regulations also apply to civil ser-
vants and assimilated persons (known 
in Dutch as 'trend-followers'). 
The study indicates that most wor-
kers can retire early at the age of 62. In 
1982 a first push was given to a further 
reduction towards 61V2 to 61 years, a 
trend which gained further ground in 
1983. 
Netherlands: Part-time 
work - benefits exceed 
costs 
The experience of Dutch companies 
with part-time work is the subject of a 
publication produced on the initiative 
and under the auspices of the Socio-
economic Council. 
It brings out in particular that there 
are three reasons for introducing part-
time work: 
(I) it is of interest to the organization; 
(ii) people want it; 
(¡ii) and, for some time now, it has 
been a means of redistributing 
work. 
Nearly 50% of wage-earning wo-
men work part-time, compared to 5% 
of men. To stimulate part-time work as 
a means of redistributing work thus re-
quires targeting on men as much as 
women. 
Whether part-time work fosters 
emancipation cannot be determined in 
advance. On the one hand, there are 
more openings for women to find paid 
employment but, on the other, part-
time work is exclusively found in lower 
positions and concerns lower paid 
work. Furthermore, labour law and so-
cial security cannot be easily adapted to 
part-time work. 
As regards the economics of part-
time work, the benefits are in many 
cases greater than the costs. However, 
every enterprise needs to make its own 
cost/benefit analysis. 
Placement 
France: Computerizing 
ANPE 
One of the prime objectives given to 
the National Employment Agency, 
ANPE, in the 'Acting for employment' 
programme of the IX national plan Is 
that of its computerization. This should 
be one of the key conditions for im-
proving its services to users by chang-
ing Its working methods. 
This computerization covers two 
areas: 
1. Operational computerization 
Developing the computerization of 
the Agency's operations during the IX 
Plan (1984-88) lies within the frame-
work of the overall computerization 
scheme drawn up for the public em-
ployment service (ANPE, AFPA and the 
External Services of the Ministry of 
Labour). 
Four computerized programmes are 
under way in 1985: 
(I) Setting up a computerized job de-
mand system (GIDE) linked in with 
UNEDIC's computerized system 
This scheme computerizes the en-
rolment of jobseekers in real time, 
updates the files of jobseekers and 
periodically brings demand up to 
date. All units will be equipped with 
this system and will be operational 
by early 1986. 
(¡i) Computerized operational 
management system of job offers 
(SAGE system) 
Initiated experimentally in February 
1983 in some units in the Rouen 
region, this application was evalua-
ted in depth in 1984. It computeri-
zes incoming job offers, their 
handling within the local agency, 
the help in matching job supply 
and demand, the follow-up of 
placement offers and the system 
for displaying job offers. This appli-
cation enables all job offers in any 
one of the units of the Rouen em-
ployment catchment area to be 
consulted In real time. 
(iii) Testing a computerized system for 
the operational management of job 
demands (GIDE 2) 
GIDE is being applied in Upper 
Normandy in a special way: in ad-
dition to computerizing job de-
mand management (enrolment, 
updating) the data of job demand 
which is needed for its operational 
processing (help in matching, the 
follow-up of job demands and im-
plementing services) is also being 
computerized. 
This improved version of compute-
rized management of job demand 
will be experimented with in 1985 
In Upper Normandy jointly with the 
SAGE system which has itself un-
dergone some improvements after 
the trial period. 
Extending the joint use of these 
two applications of computerized 
job supply and demand will be 
considered as the regions are 
equipped with computers. 
(iv) Computerizing flows of job offers 
(MECODE) 
This application Is based on using 
telematics for circulating job offers 
in an employment catchment area 
to the agencies and making the 
data available to jobseekers in cer-
tain points outside the agencies 
(town halls). It has been experi-
mented with since 1984 in the Ri-
viera area and will be tried out in 
1985 in Upper Normandy. 
Developments relating to the last 
three applications are, in certain 
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regions, being financially helped 
by the regional councils (the regio-
nally elected assembly). 
2. Computerizing management 
tools 
Devolving to regional officers some 
of the responsibilities previously borne 
by ANPE headquarters is part of a new 
move to set up smoothly functioning 
and reliable management tools. 
This is the setting within which the 
following will be achieved by the end of 
1985: 
(i) computerizing personnel manage-
ment and payments; 
(ii) procedures for accounting and fin-
ancial administration; 
(iii) the file of the network's resources 
(local agencies and supplies); 
(iv) a computerized system of follow-
ing up operations (operating sta-
tistics). 
Bringing in these management tools 
will be done in an integrated way so as 
to enable data to be entered and con-
sulted In real time according to the var-
ious levels of responsibility. 
Netherlands: Temporary 
employment agencies 
The 1983 report on the working of 
the Law on Temporary Agencies shows 
that there was a considerable increase 
over the previous year in the number of 
people finding temporary work through 
a temporary employment agency. 
Since 1970, temporary work agencies 
have to be licenced by the Minister for 
Social Affairs and Employment. The 
most important regulation continues to 
be that subcontracting (supplying wor-
kers on contract) has to be restricted to 
temporary work. 
As from 1 January 1985 the minister 
has brought in modifications to some of 
the regulations. Thus temporary em-
ployment agencies can now supply 
workers on contract for a maximum pe-
riod of six months. Previously subcon-
tracted workers have only been allowed 
to stay with a company for three 
months at the end of which there could 
be a three months' extension. From 
now on workers can be hired out for a 
maximum of six months without the 
term being prolonged. The new regula-
tions also lift the ban on supplying wor-
kers on contract who are under 18 
years of age. 
Miscellaneous 
Germany: Discussions 
with Yugoslavian and 
Turkish authorities 
A German delegation led by Dr 
Manfred Leve, subdivision head in the 
Federal Employment Institute (BA) 
negotiated with Turkish authorities in 
Turkey in November on improving in-
formation and advice to Turkish natio-
nals in the Federal Republic of Ger-
many (FRG). 
These negotiations followed in con-
tent the agreement which had been 
reached in October between BA's Pre-
sident, Dr Franke, and Professor Djord-
jevic, head of the Yugoslavian Federal 
Office for Employment Affairs. 
The negotiations in both cases 
covered in essence the following 
matters: 
(i) intensifying the advisory and infor-
mation services for Yugoslavian/ 
Turkish workers in the FRG; 
(ii) taking account of the occupational 
and labour market situation in the 
country of origin when advising 
young people and adults living in 
the FRG; 
(iii) exchanging information to these 
ends between the Yugoslavian/ 
Turkish labour administrations and 
BA; 
(iv) advising and enhancing the lin-
guistic and vocational training of 
Yugoslavian and Turkish nationals 
living in the FRG; 
(v) providing the necessary material 
for advising and informing Yugo-
slavian/Turkish workers and their 
families who are willing to return to 
their country of origin in so far as 
the requisite material can be pro-
vided by the Yugoslavian/Turkish 
authorities; 
(vi) arranging regular exchanges of 
experiences between the labour 
administrations concerned; 
(vii) contributing to the vocational fur-
ther training of the staff of the 
Turkish labour administration pro-
vided that the financial and linguis-
tic conditions are fulfilled; 
(viii) it was agreed with the Yugoslavian 
authorities to include those sub-
jects in vocational training mea-
sures that will lead to recognized 
vocations in Yugoslavia; 
(¡x) the importance of cooperation with 
Yugoslavian training establish-
ments In the FRG was underlined. 
Ireland: School leavers' 
survey 
The main results of the Department 
of Labour's annual survey of the career 
paths of second level school leavers 
from the 1982-83 academic year were 
published in November 1984. In line 
with the practice In previous years al-
most a full year was allowed to elapse 
before conducting the survey in May/ 
June 1984. 
The main findings are that an esti-
mated 28400 leavers, just under 46% 
of the total, were in employment and 
more than 15600 leavers (25%) were 
enrolled in further education. A further 
13400 (21.6%) were still seeking their 
first job, while 2300 leavers (3.7%) 
were unemployed after having had a 
job and lost it. Emigration accounted for 
1 500 leavers (2.4%). 
These findings show an Improve-
ment in the position of school leavers 
with a 3.1% increase in employment 
compared with the previous year while 
unemployment showed a 2.1% de-
cline. There was a small decline of 
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1.5% among those pursuing further 
education. The number who had emi-
grated showed an increase of 1.1% 
over the previous annual survey. 
The results are based on a national 
sample of 2050 school leavers from an 
estimated total of 62200 students who 
left second level education. 
Ireland: 'After school' -
AnCO report of a national 
survey on attitudes to 
work and training after 
school 
What are the job hopes of young 
people in Ireland and their attitude to 
work and career guidance activities? 
Are they attracted to work In Industry 
and how interested are they in AnCO 
training? These were just some of the 
questions a national survey of almost 
4000 young people set out to answer. 
The survey was carried out by AnCO -
The Industrial Training Authority. 
As much as half the young people 
surveyed said they did not expect to 
get the job they really wanted and less 
than half the parents actually expected 
their children to get the job they most 
wanted for them. Most school-going 
young people have their sights set on 
the traditionally popular careers and the 
overall Impression of employment in a 
factory is, still, negative. About 75% of 
the young people associated such work 
with the image of repetitive tasks and 
the threat of redundancy. Boys were 
more inclined than girls to see industrial 
work In a positive light. 
The opportunities that exist in in-
dustry for training and acquiring new 
skills need to be highlighted for young 
people. They also need to be shown 
how certain career aspirations (particu-
larly in new technological areas) can be 
met within the Industrial sector. The 
most important feature of any job in the 
eyes of the young people was that it 
should offer them the opportunity to 
use their talents and abilities. Less than 
one in ten regarded money as the most 
important factor. Generally young 
people preferred to look for career ad-
vice from their parents or career guid-
ance teachers rather than from an offi-
cial agency. Leaflets were seen as the 
best source of career information. 
Most young people wanted to go on 
to further education or training before 
looking for a job. While almost all knew 
about AnCO in a general way they 
lacked real knowledge of courses and 
allowances. Over half were interested 
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in training with AnCO though interest 
was confined to a narrow range of 
courses - evidence of an information 
gap. 
Given young people's job hopes, 
and their interest in acquiring further 
education/training as established by 
this survey, two major recommenda-
tions emerge: 
(i) first, that young people be helped 
to appreciate the value of any for-
malized work situation and the 
transferable skills that can be used 
in a variety of areas; 
(ii) that the content of educational and 
training programmes reflect the 
scope for development the young 
people so clearly desire. 
United Kingdom: Trade 
Union Act 1984 
The Trade Union Act 1984 has now 
received the Royal Assent. 
Its main purposes are to: 
(i) provide for the members of trade 
union governing bodies to be dir-
ectly elected by Individual secret 
ballot of the union's members; 
(ii) make trade unions' Immunity for 
organizing industrial action condi-
tional on the holding of secret and 
properly conducted strike ballots; 
(iii) enable members of trade unions 
with political funds to vote at regu-
lar Intervals on whether their union 
should continue to spend money 
on party political matters. 
Timing of implementation 
The act's provisions come Into force 
as follows: 
(i) provisions requiring trade unions 
to begin work on compiling a re-
gister of their members' names 
and addresses for use in union 
elections come into force imme-
diately; trade unions are under a 
duty to complete the register by 
the time the remaining provisions 
on union elections come into force 
which will be towards the end of 
1985; 
(ii) the strike ballot provisions came 
into effect on 26 September 1984 
and apply to any industrial action 
which Is initiated by a trade union 
after that date; 
(iii) The political fund provisions will 
come into effect on 31 March 1985 
and will mean that all trade unions 
with political funds will need to hold 
review ballots by 31 March 1986 
unless they have already balloted 
their members in the previous 
10 years. 
In more detail the act: 
(I) requires trade unions to ensure 
that all voting members of their 
executive committees are directly 
elected at least once every five 
years; 
(ii) provides that all elections for vot-
ing members of union executives 
must be conducted by secret 
postal ballot unless the trade uni-
on can be satisfied that a work-
place ballot (the only permitted al-
ternative to a postal ballot) will: 
(a) be secret and free from any 
interference or constraint; 
(b) provide a convenient oppor-
tunity for members to vote 
during, or immediately before 
or after, working hours with-
out direct cost to themselves; 
(c) be one in which voting is by 
the marking of a ballot paper 
and In which votes are fairly 
and accurately counted; 
(iii) requires trade unions to compile 
and maintain an accurate and up to 
date register of their members' 
names and addresses; 
(iv) makes it a condition of legal im-
munity that trade unions do not or-
ganize strikes or other industrial 
action without first ascertaining by 
means of a ballot held not more 
than four weeks before the action 
begins that a majority of those vot-
ing wish to take such action; 
(v) provides that ballots on strikes and 
other industrial action must be 
conducted by post or at the work-
place, must involve the marking of 
a ballot paper, must be secret and 
must be followed by an announce-
ment of the voting figures to the 
members concerned; 
(vi) provides that any trade union 
which has adopted a political fund 
resolution under the Trade Union 
Act 1913 must pass a new resolu-
tion by means of a secret ballot of 
all its members at intervals of not 
more than 10 years if it wishes to 
continue to spend money on party 
political matters; 
(vil) updates the balloting provisions of 
the 1913 Act by providing that the 
Certification Officer will not ap-
prove rules for political fund bal-
lots unless they provide for postal 
or workplace ballots; 
(viii) updates and clarifies the 1913 
Act's definition of the 'political ob-
jects' on which a trade union may 
spend money only If it does so 
from a separate political fund; 
(¡x) places a duty on employers who 
have 'check-off' arrangements 
deducting trade union subscrip-
tions from their employees' pay 
not to continue to deduct the poli-
tical levy from any employee who 
certifies that he has contracted out 
of paying the levy. 
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change - US and Japan 
The technological transform-
ation raises a number of critical 
questions. How will computerized 
manufacturing automation affect 
employment in the coming years, 
both the quality and the quantity of 
the jobs that will be available? 
What will be the effects on the orga-
nization of the workplace and the 
quality of life on the job? What gov-
ernment policies are being pursued 
in this area and how adequate are 
they? What is the response of 
labour and management? 
This article will seek to examine 
some of the current events in the 
United States and Japan that add-
ress these essential questions.1 
' The article is prepared on the basis of Informa-
tion provided by Mr Harley Shaiken, Massachu-
setts Institute of Technology, Mass. (USA) and 
Mr Koichi Ilo of Japan Economic Research Cen-
tre, Tokyo. 
2 'The 13th American machinist inventory of me-
talworklng equipment', American Machinist, No-
vember 1983. 
3 'Computerized manufacturing automation: em-
ployment, education and the workplace', Office 
of Technology Assessment, US Congress, 
Washington DC. 
4 Computerized manufacturing automation and 
'CAD/CAM keeps climbing' Automation News, 
27 August 1984. 
5 Wassily Leontief and Faye Duchin: 'The impacts 
of automation on employment, 1963-2000', In-
stitute for Economic Analysis, New York Uni-
versity. 
6 William Serrín: 'Electronic office conjuring wond-
ers, loneliness, tedium', New York Times, 28 
March 1984. 
United States 
Diffusion 
In many respects the application of 
microelectronics to the workplace is in 
its infancy in the United States. Al-
though the capabilities of new forms of 
automation are impressive, it is im-
possible to extrapolate the extent of 
their use on the sole basis of their tech-
nological promise. Economic and social 
factors also strongly Influence diffusion. 
To take a little known example, compu-
terized machining or numerical control 
(NC), a pivotal technology In factory 
production, was developed In the early 
1950s at the Massachusetts Institute of 
Technology. Its early diffusion disap-
pointed its proponents, as it lagged far 
behind many projections. Its sophisti-
cated capabilities, high price, and poor 
reliability limited its use to large techno-
logically sophisticated users such as 
aerospace companies. Consequently, 
only 4.7% of the total machine tool 
population or slightly over 100000 ma-
chines are NO2 
In the last decade however, the utili-
zation of NC has increased dramatic-
ally. In 1982, for example, 35% by 
value of machine tool sales were NC.3 
Another example is the robot in-
dustry. Although it has received a great 
deal of attention, 1982 sales were only 
about USD 200 million while 1983 
sales were estimated at approximately 
USD 240 million. Projections of future 
sales vary widely with most falling be-
tween USD 1000 million and USD 
2000 million annually by 1990." This 
would result in a robot population of 
between 50000 and 150000 units. 
The computer-aided design (CAD) 
market was over USD 1 000 million in 
1981. By 1983 there were 32000 CAD 
workstations in the US and the world-
wide sales of US CAD manufacturers 
were USD 1 700 million.5 
Computerization could have a much 
greater impact in the office than in the 
factory because the amount of capital 
equipment in the office is so much lo-
wer to start with. The Electronics Indus-
tries Association estimates that only 
about 3% of all managers and profes-
sionals used desk top computers in 
1982 but the International Data 
Corporation projects this share could 
rise to 65% by 1990. 11 % of all sec-
retaries used word processing equip-
ment in 1980, a share that could rise to 
between 40 and 70% by 1990. Over-
all, there were an estimated 12.5 million 
video display terminals, computer ter-
minals, personal computers, and word 
processors In use in 1984. Some ana-
lysts expect this to rise to 41 million by 
1987, with home use representing a 
significant share of the personal com-
puter market.6 
Government policies 
The United States does not have an 
overall government policy guiding and 
coordinating the development, imple-
mentation, and use of new technolo-
gies. This has to be seen in the context 
that the Reagan administration has 
argued against an overall industrial poli-
cy, essentially maintaining that econo-
mic prosperity will be fostered by mini-
mizing rather than enhancing the go-
vernment's role in the economy. 
In the area of research and develop-
ment (R&D), government policy Is esp-
ecially critical given the importance of 
R&D for future generations of automa-
tion. In the United States, both private 
industry and the government are major 
funders of research and development 
In the areas of computer-based auto-
mation with the private sector spending 
a minimum three to five times as much 
as the government. Although precise 
definitions of what constitutes R&D are 
hard to come by, private sector spend-
ing in robotics, machine tools, and 
computer-aided design (CAD) came to 
between USD 250 million and USD 400 
million in 1983. The Federal Govern-
ment appropriated about USD 80 milli-
on for work in this area in the fiscal year 
1984, most of it defence related. This 
automation research Is only a small part 
of the USD 97000 million expenditure 
on R&D, by both private and public 
sources, projected for 1984.3 
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Most of the Department of Defence 
(DOD) funding for automation research 
is housed in the Manufacturing Tech-
nology (Man Tech) Programme. This 
programme started with USD 200 milli-
on in 1984, with about USD 56 million 
appropriated for work related to compu-
ter-based manufacturing. 
The largest single Man Tech pro-
gramme is the Air Force's Integrated 
Computer-Aided Manufacturing (ICAM) 
programme funded at USD 18 million In 
1983. ICAM has sought to develop 
overall 'architectures' that will define 
the manufacturing environment in the 
'factory of the future'. 
The transferability of much defence 
related automation research to the pri-
vate sector is difficult to estimate. As 
the Office of Technology Assessment 
US Congress express. 'While DOD's 
funding of automation technology R&D 
has had some benefits for civilian ma-
nufacturing, its programmes are not 
aimed at technological developments 
that would have wide application out-
side of defence needs'. 
There are of course other defence 
programmes related to automation re-
search that are not included in the 
above funding assessments because 
they are not directly linked. The De-
fence Advanced Research Projects 
Agency (DARPA), for example, has ex-
tensively, funded artificial intelligence 
research. It Is now proposing a new 
programme for 'Strategic Computing' 
to which Congress has allocated USD 
50 million in the fiscal year 1984. DAR-
PA plans to spend USD 600 million be-
tween 1984 and 1988. 
Recently some unusual consortia of 
private firms have emerged, geared to-
wards stimulating automation or related 
research. One research effort targeted 
for advanced semiconductor and com-
puter technologies is the Microelectro-
nic and Computer Corporation (MCC). 
Thirteen medium-sized electronics 
firms contributed a USD 75 million an-
nual budget that supports 50 in-house 
researches as well as other activities. 
The Federal Government has In the 
social policy area a limited involvement 
in protecting workers during technolog-
ical restructuring. The programmes that 
do exist focus on providing short-term 
Income for Individual workers and 
some opportunities for disadvantaged 
groups of workers. Consequently, an 
important part of the burden of techno-
logical change falls on the individual 
and the community. The Office of Tech-
nology Assessment states that the ex-
isting situation allows: 
'. . . US companies to rely on quick 
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and massive layoffs (sometimes with 
plant closings) when business de-
clines. Companies can achieve rela-
tively quick, large-scale movements of 
capital to more productive facilities. 
However, this practice causes em-
ployees and communities to bear most 
of the costs of economic adjustment.' ' 
According to existing legislation, 
unemployed workers are eligible for 26 
weeks of benefits and if the local and 
state rates exceed certain limits an ex-
tra 13 weeks are available. The formu-
las for calculating benefits vary from 
state to state but aim at about 50% of 
former wages. A Federal State network 
administers the programme with funds 
generated by contributions from both 
employers and employees. Occasio-
nally there are emergency allocations 
from Congress. 
There is more recent legislation that 
affects the work environment, principal-
ly In the area of health and safety. Un-
der the provisions of the Occupational 
Safety and Health Act of 1970, for ex-
ample, the Department of Labor is re-
sponsible for creating and enforcing 
safety and health standards in the 
workplace. 
In the field of education and training 
the Job Training Partnership Act 
(JTPA), enacted in October 1982, re-
placed the Comprehensive Employ-
ment and Training Act (CETA) as the 
Federal legislation authorizing occupa-
tional training and retraining. While the 
primary purpose for most of the pro-
grammes authorized under JTPA is to 
help economically vulnerable youth and 
adults without marketable skills, Title II 
Includes provisions for the retraining of 
displaced workers. The act gives im-
portant responsibilities to the states, 
which jointly with businesses design 
and operate local retraining program-
mes. Over 11 000 employers were in-
volved in these local initiatives in the 
act's first six months of operation. 
About 65000 of the 500000 people 
who participated were displaced work-
ers. Title III has a USD 223 million 
budget for the 1984 programme year 
which is disbursed to the states in block 
grants.2 
Recent budgetary cuts have accele-
rated a decline in federal assistance for 
employment and training programmes 
that has been continuing since the 
mid-1970s. Between 1970 and 1981 
federal expenditure for real training per 
unemployed worker dropped by 25%. 
In the fiscal year 1982 this expenditure 
'Computerized manufacturing automation: em-
ployment, education and the workplace'. Office 
of Technology Assessment, US Congress, 
Washington DO 
Dwight B. Davis, 'Workplace High Tech spurs 
retraining efforts', High Technology, November 
1984. 
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was cut by one half again and it appears 
that further cuts could be in store. 
Overall, the Federal Government was 
spending almost four times as much 
per unemployed worker on training in 
1970 as today.' 
Labour and management 
response 
The introduction of new forms of au-
tomation into the workplace has the 
potential to put severe strains on la-
bour-management relations. Manager-
ial concern to minimize labour costs 
and union concern over job security 
can cause serious conflicts. Moreover, 
the way technology Is used to revamp 
work organization and skill can cause 
disagreement over work rules and job 
classifications. While many observers 
assume and many industries fear union 
resistance to technological change, this 
has not been the formal response of 
unions In the past. In a study done for 
the National Science Foundation, Doris 
B. McLaughlin2 analysed the Impact 
that labour unions have had on the rate 
and direction of technological Innov-
ation. McLaughlin found that 'The most 
common response that this country's 
labour unions make to the introduction 
of new technology is willing accept-
ance. The next most common Initial re-
sponse Is opposition. . . 
However, while opposition ranks 
second on the short-term basis, that re-
sponse is very often a temporary one 
and is usually followed by either a move 
to adjustment or willing acceptance. 
Thus, in the long run, It is willing ac-
ceptance followed by adjustment that 
constitute the most common union re-
actions to technological innovation.' 
A number of major unions have re-
cently developed new approaches for 
dealing with technological change. The 
Communications Workers of America 
(CWA) has jointly set up Technology 
Change Committees with American 
Telephone and Telegraph (AT & T) as a 
result of its 1980 collective bargaining 
negotiations. Representatives from 
both labour and management in 12 
union districts serve on the commit-
tees, which seek to identify areas of 
technological Innovation and to develop 
programmes to cushion the impact of 
these changes on workers. In more 
recent negotiations, joint training and 
retraining committees have been esta-
blished. In addition, the union and the 
company are heavily committed to joint 
quality of work life programmes, about 
2000 of which now exist throughout the 
union. The union has stressed a coope-
rative approach with management in 
developing and implementing new 
technologies. 
The United Auto Workers (UAW) al-
so stresses a cooperative approach 
with employers In the auto industry. 
One of the early unions to support qua-
lity of work life programmes, the (UAW) 
participates in major efforts In this area 
at both Ford and General Motors. The 
1982 collective bargaining agreement, 
in which the union gave up some pro-
jected wage increases and benefits, al-
so established a jointly administered 
employee development and training 
programme. An independent training 
centre responsible to a joint union-
management board was established 
and funded by five cents for each em-
ployee hour worked. In the 1984 nego-
tiations, job security was the central is-
sue. The final agreement provided for a 
USD 1 thousand million job security 
fund over the next six years. Within 
these financial limits, no one with at 
least one year of seniority will be laid off 
due to outsourcing, new technology, or 
negotiated productivity improvements. 
Moreover, funding for the joint training 
programme was increased to 24 cents 
per hour worked. Critics have charged, 
however, that these provisions may be 
inadequate to protect workers, given 
the scope of the corporation's restruc-
turing. 
Employment 
Given the significance of the rela-
tionship between new technology and 
employment, there has been relatively 
little quantitative work done in the Uni-
ted States - like In the European Com-
munity - concerning future trends. For 
the United States two exceptions are a 
study done by Wassily Leontief and 
Faye Duchin of the Institute of Econo-
mic Analysis at the New York Univer-
sity3 and a series of projections for the 
middle of the next decade done by the 
Bureau of Labour Statistics (BLS) of the 
US Government.4 
Although the studies reach some-
what different conclusions, neither pre-
dicts sustained structural unemploy-
ment as a result of technological 
change. 
The Leontief-Duchln study is an in-
put-output analysis of the employment 
effects of computer-based automation. 
It is based on the first economy-wide 
model that seeks to relate directly tech-
nological Innovation to changes in fut-
ure employment. The model divides 
the entire economy into 89 individual 
Industries and 53 different occupations. 
Four different scenarios are laid out that 
trace alternative paths technological 
diffusion could pursue between 1980 
and 2000. The scenarios are meant to 
define the upper and lower limits of the 
rates of diffusion of computer techno-
logy throughout the economy. 
The study concludes that an Inten-
sive use of automation will allow a sig-
nificant reduction of the labour neces-
sary to produce the same mix of goods 
compared to no further technological 
change by the year 2000. In fact, an In-
tensive use of automation will require 
20 million fewer workers of 11.7% less 
labour compared to a maintenance of 
the present use of automation for the 
rest of the century. But total employ-
ment Is still projected to reach 156 mil-
1 Michael Podgursky, 'Labour market policy and 
structural adjustment, in policies for industrial 
growth in a competitive world', Joint Economic 
Committee, Congress of the United States, 27 
April 1984. 
* Doris B. McLaughlin, 'The Impact of labour 
unions on the rate and direction of technological 
innovation', Institute of Labour and Industrial Re-
lations, The University of Michigan, Wayne State 
University. 
3 Wassily Leontlef and Faye Duchin, 'The Impacts 
of automation on employment, 1963-2000', In-
stitute for Economic Analysis, New York Uni-
versity. 
4 Valerie A. Personick, 'The job outlook through 
1995: Industry output and employment projec-
tions', Monthly Labour Review, November 1983. 
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lion In the year 2000 and 124 million in 
1990 compared to about 100 million at 
the beginning of the 1980s. 
The Bureau of Labour Statistics has 
produced comprehensive occupational 
forecasts every two years since the 
1940s. The most recent projections for 
the year 1995 are based on the BLS 
Economic Growth Model, an input-out-
put model within a larger econometric 
framework. The entire system is com-
posed of a series of related processes 
that produce projections in five areas: 
Labour force, aggregate economic per-
formance, industry final demand and 
total production, industry employment, 
and occupational employment by in-
dustry. The model comprises three al-
ternative economic projections: low 
growth, moderate growth, and high 
growth. 
The BLS moderate growth projec-
tion shows that the rate of unemploy-
ment is projected to drop from 9.7% in 
1982 to 6.3% in 1990 and then to 
6.0% by 1995. Total employment is 
expected to rise from 102 million in 
1982 to 118 million in 1990 and 127 
million in 1995. 
According to the BLS model the 
contribution of high-tech Industries to 
total job growth will be relatively small 
although employment is expected to in-
crease more rapidly than total employ-
ment between 1982 and 1995. The 
BLS utilizes three definitions of high-
tech based on indicators such as ex-
penditure on research and develop-
ment and the utilization of workers in 
technology orientated occupations. Un-
der the broadest definition which is the 
latter mentioned, high-tech will account 
for 17% of all new jobs. Under the two 
other definitions high-tech will account 
for 3-8%. This has lead the BLS to 
conclude that '. . . displaced workers 
and others seeking jobs, and govern-
mental and community organizations 
seeking to attract jobs to their regions, 
would be well advised not to limit their 
search to high-tech Industries only'. 
Although the models are similar in 
many respects, it is difficult to directly 
compare the BLS and Leontief-Duchin 
projections because they focus on dif-
ferent areas and are based on some-
what different assumptions. Overall the 
BLS model Is more comprehensive, in-
cluding for example labour supply pro-
jections, while the Leontief-Duchin ap-
proach more directly focuses on the 
impacts of technological change. 
Whatever the projections for the fu-
ture, however, technological change in 
the US today occurs against a backdrop 
of consistently rising unemployment in 
the post-World War II period. The un-
employment rate averaged 4.5% dur-
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ing the 1950s, 4.8% during the 1960s, 
6.2% during the 1970s, and over 8% 
during the first three years of this de-
cade.1 Moreover, during the 1970s the 
unemployment rate at the peaks of the 
new recoveries following recessions 
has continually risen. 
Some observers feel that the official 
unemployment figures understate real 
unemployment because of structural 
changes in the economy. As employ-
ment shifts from manufacturing to ser-
vices, there is an Increase in part-time 
work. In 1983, for example, the average 
weekly hours worked in manufacturing 
were 40.1 compared to 29.8 in retail 
trade and 32.7 In services.2 What is of 
special significance is the increase in 
involuntary part-time work, that is 
people working part-time who would 
prefer to work full time. The number of 
part-time workers soared over the de-
cade of the 1970s, increasing by 
57.9% from 1970 to 1982 or to 18.3 
million from 11.5 million. During the 
same period the number of employees 
rose by 26.5%. Although voluntary 
part-time workers rose by 32.6% from 
9.3 million to 12.4 million, involuntary 
part-time workers increased by 166% 
from 2.19 million to 5.8 million.3 
This structural transformation has 
raised a sharp debate over the quality 
of the new jobs that have been created. 
Overall, the US has done a stunning job 
of creating employment. In the decade 
following 1973, jobs in the United 
States grew by 16% compared to 7% 
Russell W. Rumberger, 'High technology and job 
loss', Institute for Research on Educational Fin-
ance and Governance, School of Education, 
Stanford University, Project Report No 84-A12. 
Current Labour Statistics, Monthly Labor Re-
view, September 1984. 
William Serrin, 'Up to a fifth of US workers now 
rely on part-time jobs', New York Times, 14 
August 1983. 
Robert Z. Lawrence and Charles L. Schultze, 
'Hardships lie ahead for workers, but structural 
change ¡s a benefit', Boston Globe, 30 October 
1984, 
William Serrín, 'Jobs Increase in number, but 
trends are said to be leaving many behind', New 
York Times. 15 October 1984. 
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in Japan and a slight decline in Europe.4 
Much of this job growth has been in the 
service sector. Employment in servi-
ces, for example, increased by 5.5 mil-
lion or by 8.6% while employment in 
the goods producing sector declined by 
1.4 million or by 5.5% between Dec-
ember 1979 and September 1984, two 
periods of economic growth.5 What do-
es this mean for the quality of employ-
ment? Robert Z. Lawrence of the 
Brookings Institute argues that many of 
the new jobs are attractive. He points to 
the fact that 48% of the employment 
growth from 1972 to 1983 was in pro-
fessional, technical and managerial 
jobs. Lawrence and another Brooking 
colleague, Charles L. Schultze, main-
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tain that further technological change 
will not squeeze out middle-class jobs. 
Using a definition of middle-class as 
paying from 30% less to 30% more 
than the income of the average male 
worker, Schultze and Lawrence show 
that the proportion of middle-class jobs 
in high-tech industries is in fact higher 
than In the rest of manufacturing.' 
Others are, however, not so optimis-
tic.2 
The real star of employment cre-
ation, according to the BLS, will be the 
miscellaneous service sector, creating 
about twice as many jobs as manufac-
turing. In fact, these service industries, 
from medical care to business and pro-
fessional services, will account for al-
most a quarter of total employment in 
1995 or more than 31 million jobs.3 
The BLS projects that about one half 
of the 25.6 million new jobs that it ex-
pects will be created between 1982 and 
1995 will occur in only 40 of the 1 700 
occupations for which projections were 
developed.4 There is a critical distinc-
tion between the jobs that will have the 
fastest relative growth and those with 
the fastest absolute growth. Many of 
the former are high-tech related but 
since they are starting with a small base 
relatively few new jobs will be created. 
The occupations that will contribute the 
most actual jobs are decidedly 'low 
tech' such as building custodians and 
cashiers. 
Japan 
' Robert Z. Lawrence and Charles L. Schultze, 
'Hardships lie ahead for workers, but structural 
change ¡s a benefit', Boston Globe. 30 October 
1984. 
2 Bennet Harrison and Barry Bluestone 'Insuffi-
cient jobs, inadequacies spell trouble for Amer-
ican labour', Boston Globe. 30 October 1984. 
3 Valerie A. Personik, 'The job outlook through 
1995: Industry output and employment projec-
tions. Monthly Labour Review, November 1983. 
* George T. Silvestri, John M. Lukasiewics, and 
Marcus E. Einstein, Occupational employment 
projections through 1995', Monthly Labor Re-
view, November 1983. 
In October 1982, the Japanese Min-
istry of Labour5 conducted a survey on 
the effect of technological innovations 
on labour. The survey included approx-
imately 10000 private manufacturing 
establishments which have production 
divisions regularly employing more 
than 100 blue-collar workers. 
This was the first time that a survey 
had been conducted with such a large-
scale sampling, and the results of the 
survey answer a great number of the 
questions which are raised as to the ef-
fect of technological innovation. 
The present chapter on Japan com-
prises the main findings of the survey 
as well as further information about the 
present situation In Japan concerning 
the introduction of new technologies, 
particularly the position of the unions 
on the effects of the new technologies. 
Diffusion 
The results of the survey show 
clearly that it is first of all the large en-
terprises that are Introducing the new 
technologies.6 Almost all enterprises 
employing more than 1000 workers 
have introduced new technologies. The 
following table gives the details: 
Size of enterprise 
Enterprises having introduced 
new technologies 
All industries surveyed 
Employing more than 1 000 workers 
Employing less than 1 000 workers 
but more than 300 workers 
Employing less than 300 workers 
but more than 100 workers 
60% 
96% 
77% 
51% 
It was found that approximately half 
of the smaller enterprises had intro-
duced new technologies. 
The highest degree of penetration 
of new technology is found in four 
manufacturing industries (non-electri-
cal machinery 74%, transport equip-
ment 73%, electrical machinery 72%, 
and precision instruments 68%. The 
printing industry also has a high rate of 
penetration of new technology (69%). 
In contrast, the percentage is small 
in such industries as foodstuffs and to-
bacco, textiles, wood and wood pro-
ducts, reaching only about 40% of the 
enterprises. 
The penetration rate of new techno-
logy differs for the various kinds of pro-
duction processes as can be seen from 
Table 1. 
The new technologies are imple-
mented in 89% or almost all manufac-
turing processes, in about 50% of the 
assembling, inspecting, and other pro-
cesses and in only 27% of the transport 
processes. However, less than 10% 
(less than 5% for transport and other 
processes) of the enterprises which 
have introduced new technology have 
done so in a large part of the process-
es. This means that the processes are 
not totally automated through the intro-
duction of new technologies but that 
machines and humans share the work. 
According to the results of the sur-
vey, about 30% of the enterprises im-
plemented new technology before 
5 Ministry of Labour, Gijutsukakushin to Rodoni-
kansuru Chosa (A survey on technological in-
novation and labour), November 1982. 
6 The term 'new technologies' in this chapter on 
Japan is mainly used in the sense of information/ 
computer technology. 
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Table 1 
(¡n %) 
Industrial processes 
Manufacturing 
Assembling 
Inspection 
Transporting 
Other 
New technologies 
introduced 
Total 
89.0 
48.3 
52.1 
26.7 
46.3 
Greater Some 
parts of parts of 
the pro- the pro-
cesses cesses 
8.6 80.4 
6.1 42.2 
7.4 44.7 
2.6 24.1 
4.0 42.3 
New 
technology 
not 
introduced 
11.0 
51.7 
47.9 
73.3 
53.7 
Total 
100.0 
100.0 
100.0 
100.0 
100.0 
1975, about 40% during the period 
1975-80 and the remainder (25-30%) 
did so after 1980 and up to the end of 
1982 when the survey was conducted. 
A general trend is that larger firms 
have automated earlier than smaller 
ones, that the manufacturing and in-
spection processes used new techno-
logies earlier than in the assembling, 
transporting and other processes. 
/Vores to Table 1: the processes 
have been defined as follows: 
(i) Manufacturing processes: those in 
which raw material are changed in 
their physical forms or chemical 
natures and manufactured into 
other industrial raw materials, parts 
or final products. 
(¡i) Assembling processes: those in 
which the parts that have been 
manufactured in the fabricating 
processes are assembled and 
made into machines, appliances or 
their parts. 
(¡ii) Transporting processes: those in 
which raw materials or parts are 
brought in, or semi-finished pro-
ducts are moved, or final products 
are carried out. 
(iv) Inspection processes: those in 
which raw materials, parts finished 
or semi-finished products are 
weighted, inspected or analysed. 
(v) Other processes: processes other 
than those mentioned above, in-
cluding filling-in, wrapping, pack-
ing, bandaging, storage, air-condi-
tioning, electric power, water, etc. 
Employment 
Changes in the number of jobs fol-
lowing the introduction of new techno-
logies was one of the main points ex-
amined In the survey carried out by the 
Ministry of Labour. In about two-fifths of 
the companies Introducing new tech-
nology, the number of jobs decreased. 
In fewer than 5% an increase took 
place (see Table 2). 
One of the main conclusions of the 
survey is as may be seen from the table 
that the introduction of new technology 
caused a decrease in the number of 
jobs. In about two-thirds of the com-
panies, however, the decrease was be-
low 20%. It is noted that the percent-
age of companies where the number of 
jobs decreased is larger for the com-
panies where the value of production 
(per unit) increased vastly than for the 
companies where the value of the pro-
duction (per unit) increased less. 
The number of working hours fol-
lowing the introduction of new techno-
logies tended to be reduced. 
The survey also revealed that com-
panies often take employment adjust-
ment measures in one form or another, 
notably in order to transfer workers in 
their twenties or thirties to jobs into 
which new technologies have been in-
troduced. On the other hand older 
workers are transferred to jobs where 
new technologies have not been in-
troduced. 
Education and training 
Up to 60% of the companies which 
introduced new technologies con-
ducted education and training pro-
grammes for the workers assigned to 
the jobs concerned. The programmes 
in question are those which are given to 
workers while they are separated from 
their jobs for a certain period of time. 
While 65% of the firms employing 
more than 1000 workers conducted 
such education and training pro-
grammes, as many as 58% of smaller 
firms employing only 100 to 300 wor-
kers also gave such training to their 
employees. Very often the companies 
Table 2. Changes in the number of jobs following the implementation of 
new technologies: 
New technology 
Implemented 
Not implemented 
Number of jobs (in %) 
Increased 
4.5 
2.3 
Decreased 
39.9 
2.7 
Unchanged 
55.6 
95.0 
Total 
100.0 
100.0 
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which had manufactured and delivered 
the equipment also provided the edu-
cation and training programmes. 
In reply to the question in the survey 
as to whether there had been any 
change in the skills required for pro-
duction line jobs when the new techno-
logies were introduced, the answer was 
that changes had occurred in two-thirds 
of the jobs; more often in the manufac-
turing processes and in only about 
50% of jobs in the inspecting and 
transporting processes. 
Content of work 
Two-thirds of the firms reported in 
the survey that there had been changes 
in the work content of their employees 
as a result of the introduction of the 
new technologies. For example, about 
half of the firms found that 'the work of 
watching the processes has increased', 
and more than one-third that 'heavy 
and muscular work has decreased'. A 
similar attitude was found to 'danger-
ous or harmful' work. One-third of the 
firms found that it had decreased. 
Composition of the labour 
force 
Considerable changes have taken 
place in the composition of the labour 
force in the industrial processes where 
new technologies have been intro-
duced. The percentage of male wor-
kers has tended to rise. The survey al-
so found that the introduction of new 
technology leads directly to a decrease 
in the number of skilled workers and 
tends to divide the labour force into two 
groups; one a group of workers with 
sophisticated knowledge and tech-
niques, and the other a group of wor-
kers which is not required to possess 
such knowledge. 
Labour and management 
response 
The labour unions In Japan recog-
nize clearly that the 1980s are the age 
of the microelectronics revolution and 
that its rapid progress has been exer-
cising tremendous effects on the eco-
nomic society, the industrial structure, 
business management, manufacturing 
processes, employment as well as lab-
our management relations. It has hith-
erto been thought in Japan that the ne-
gative effect of the microelectronics re-
volution would be small, particularly on 
employment. However, this is now be-
ing reconsidered, among other things, 
as a result of the survey carried out by 
the Ministry of Labour. 
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Under these conditions the unions 
consider it necessary to cope with the 
current technological innovations so as 
to link the results of such innovations 
with the betterment of overall working 
conditions and the 'humanization of lab-
our', including sharing the fruits of pro-
ductivity growth, shortening working 
hours, Improving work processes and 
the environment; and improving safety. 
The unions have established the fol-
lowing points for their political activities 
in coping with the current technological 
revolution:' 
(i) A system should be set up where-
by entrepreneurs consult closely 
with labour unions before they in-
stall microelectronics equipment; it 
would be prohibited to Introduce 
such equipment without the ap-
proval of the unions. 
(ii) When new technologies are Intro-
duced into firms, the employment 
and working conditions of em-
ployees should not be adversely 
affected. Where such technologies 
will have direct negative effects on 
employment, such as a reduction 
in personnel, their introduction 
should not be allowed. 
(ili) Management should be obliged to 
give greater consideration to the 
safety of workers; the labour union 
itself should conduct periodical 
checkups even after the install-
ation of the equipment in question. 
(iv) The Introduction of new technolo-
gies is expected to bring about an 
improvement in productivity. 
Therefore, it should be contrived 
from the viewpoint of work-sharing 
that the fruits are allotted to the im-
proving of working conditions, 
such as shorter working hours. 
(v) Labour unions should recognize 
that the relocation of employees or 
changes in theiroccupational categ-
ories would help mitigate the 
unfavourable effects which tech-
nological Innovations may have on 
employment. The union should re-
quest management to tender a 
plan for relocation of employees 
and conduct tripartite consultations 
among Individual employees re-
specting the will of Individual 
workers. 
(vi) Business enterprises should be 
responsible for the education and 
training of employees as It is es-
sential to the smooth operation of 
the business. In order to adapt fully 
to the advance of technologies, 
business enterprises should in-
crease refresher training for their 
employees, introduce a system of 
continous education and aim at es-
tablishing the 'paid leave' system 
necessary for that purpose. 
(vii) Entrepreneurs should provide 
more training for the transfer, re-
location, or change of occupational 
category of their older employees 
who are likely to be unable to ad-
just to new technologies. 
According to the survey carried out 
by the Ministry of Labour Japanese 
workers are mainly concerned about 
job transfer and education and training 
questions arising from the introduction 
of new technologies. Almost two-thirds 
of the employees In the survey ex-
pressed such a concern. They were al-
so concerned about such items as 
safety and health (41 %), working hours 
(31 %), stability of employment (13%), 
and wages (8%). 
In general, workers are mostly con-
cerned about whether their old know-
ledge or skill could be used effectively 
through job transfers, etc. 
Koichi Ilo, Japanese Economic Research Cen-
tre, Tokyo. 
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